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ABSTRACT 
THE MODERATING ROLE OF SEX ON GENDER ROLE ORIENTATION’S 
MEDITATION OF WORK-FAMILY/FAMILY-WORK CONFLICT AND 
SATISFACTION OUTCOMES 
by Deirdre Paulson-O’Donovan 
 
August 2017 
While biological sex has been examined in the work-family interface, findings 
have been inconsistent in determining if males and females differ in their experiences of 
work-family conflict (WFC) and family-work conflict (FWC), and how conflict impacts 
their job, family, and life satisfaction.  These inconsistent findings may be due to the 
changing roles of men and women in today’s society, as not all men and women are 
adhering to traditional gender roles as is assumed of men and women in previous studies.  
Furthermore, many researchers on the work-family interface have used incorrect 
terminology throughout their studies, indicating that they examined gender, when they 
actually assessed sex.  Thus, the current study’s purpose was to address the shortcomings 
of the previous literature by examining how male and female’s gender role orientation 
(one’s degree of conformity to his or her traditional gender roles) mediated the 
relationship between WFC/FWC and job, family, and life satisfaction.  It was 
hypothesized that gender role orientation would significantly mediate the relations 
between WFC and job, family, and life satisfaction.  It was also hypothesized that gender 
role orientation would significantly mediate the relations between FWC and job, family, 
and life satisfaction.  Third, it was hypothesized that sex would moderate the significant 
mediation of WFC/FWC and job, family, life satisfaction, by gender role orientation.  
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Specifically, it was expected that egalitarian gender role orientation would mediate the 
relationship between WFC and family satisfaction for males. It was also specifically 
expected that gender role orientation would mediate the relationship between FWC and 
job satisfaction for males with more traditional gender role orientation, explaining a 
significant negative relationship between FWC and job satisfaction. The current study 
sampled approximately 400 working adults (205 male and 234 female) using Amazon’s 
Mechanical Turk. Preliminary analyses found that having children related to more FWC, 
having younger children related to more FWC and more family satisfaction, and having 
only one child living in the home related to less job satisfaction. Additional preliminary 
analyses found that viewing one’s job as a career related to more job and life satisfaction, 
higher levels of education related to more FWC, and higher levels of the participant’s 
spouse’s education related to more FWC and WFC. Following preliminary analyses, a 
structural equation modeling approach was employed to examine all variables in the same 
model concurrently. Results found significant direct effects for WFC and job satisfaction 
and WFC and life satisfaction, but not for WFC and family satisfaction, FWC and job 
satisfaction, FWC and family satisfaction, and FWC and life satisfaction. Contrary to 
study hypotheses, there were no significant indirect effects, indicating that gender role 
orientation did not mediate any paths between WFC and FWC and satisfaction outcomes. 
Due to the absence of any significant mediation, examining sex as a moderator of gender 
role orientation’s mediation could not be conducted. However, due to finding two 
significant direct effects between conflict and satisfaction outcomes, analyses were run to 
determine if sex moderated any direct paths between conflict and satisfaction outcomes, 
finding that sex was not a significant moderator. Lastly, it was found that females 
  
iv 
 
adhered to more egalitarian gender roles than males. Results obtained from this study add 
support for interventions in the workplace to increase job satisfaction and life satisfaction 
as well as interventions in the home domain to increase family satisfaction.  
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CHAPTER I 
INTRODUCTION 
Work-family conflict (WFC) and family-work conflict (FWC) are important 
constructs to examine in the vocational literature because both forms of conflict can have 
effects on individuals and organizations (Duxbury & Higgins, 1991). Conflict has been 
found to be a source of stress and is negatively related to decreased productivity, 
performance both at home and at work, job satisfaction, family satisfaction, life 
satisfaction, and job retention rates, as well as related to increased absenteeism, burnout, 
and issues at home with children and partners (Appel & Kim-Appel, 2008; Boyar & 
Mosley, 2007; Frye & Breugh, 2004; Greenhaus & Beutell, 1985; Kelly & Voydanoff, 
1985; Mesmer-Magnus & Viswesvaran, 2005). Although there is a significant amount of 
research that consistently documents evidence that WFC/FWC is correlated with work-
related (i.e., job satisfaction, absenteeism) and non-work related (i.e., poorer performance 
at home, decreased family and life satisfaction) outcomes, there is less research devoted 
to understanding possible significant differences in men and women’s experiences of 
WFC/FWC and individuals’ levels of job, family, and life satisfaction. 
Using gender role theory as a framework, many researchers have found that sex is 
related to experiences of WFC/FWC and that sex often moderates the relations between 
conflict and outcome variables such as job, family, and life satisfaction (Grandey, 
Cordeiro, & Crouter, 2005). However, other researchers have found few sex differences 
in experiences of WFC/FWC or that sex did not moderate the relations between conflict 
and other outcomes (Ford, Heinen, & Langkamer, 2007; Nohe, Meier, Sonntag, & 
Michel, 2015). Although sparse, more recent efforts to examine constructs that relate to 
sex that may explain the inconsistent relationship between sex and conflict can be found 
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in the vocational literature. Researchers have started to examine attitudes toward one’s 
gender, such as adherence to gender roles, rather than one’s biological sex, to better 
explain how gender may relate to conflict between work and family domains (Minnotte, 
Minnotte, & Pedersen, 2013; Minnotte et al., 2010). However, this literature is still scant, 
and very few studies include the examination of how conflict may affect experiences of 
job, family, and life satisfaction. Furthermore, many studies that examine the work-
family interface use language that can sometimes be misleading. For example, many 
studies indicate that they examined gender (e.g., being a man or a woman), which is 
society’s given rules of masculinity and femininity for males and females (Valdez & 
Lilly, 2014), but only examined sex (i.e., endorsing one is biologically male or female). 
Thus, more nuanced research that includes more accurate assessment of the underlying 
reasons why men and women may differ on WFC and FWC is needed to clarify these 
relationships between variables. This goal may be met by examining males and females 
and their adherence to gender roles (i.e., masculine, feminine), as not all males adhere to 
masculine roles and not all females adhere to feminine roles, which all may relate to 
experiences of WFC and FWC. Moreover, additional examination regarding one’s 
adherence to one’s gender roles and how that relates to the relationships between 
WFC/FWC and job satisfaction is important for further theory development. It is also 
important because it can help organizations and companies create interventions to help 
increase retention rates and their employees’ satisfaction and productivity. Therefore, a 
more in-depth examination of the specific mechanisms by which sex may moderate 
gender roles and how gender roles mediate the relationship between conflict and outcome 
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variables is needed and is relevant to fully understanding WFC/FWC, and was the focus 
of the proposed study. 
The Spillover Model Related to Work and Home Life 
 Decades ago, it was believed that the home and work domains of one’s life were 
independent from each other but, over time, researchers have been able to provide 
significant evidence that these domains are related (Edwards & Rothard, 2000) and can 
affect one another (Jaga & Bagraim, 2011). When one domain (i.e., work or home) 
affects the other domain, or when involvement in one environment influences 
involvement in the other environment, it is referred to as spillover (Grzywacz, Almeida, 
& McDonoald, 2002). Spillover, specifically related to work and home, is often referred 
to as the work-family interface (Kinnunen, Feldt, Geurts, & Pulkkinen, 2006). Factors 
such as affect, values, skills, behaviors (Edwards & Rothbard, 2000), attitudes, ideas, 
principles (Stevanovic & Rupert, 2009) strain, and beliefs (Kinnunen et al., 2006) have 
been found to carry over from one environment into another (Staines, 1980). Further, sex 
and/or gender has been found to effect one’s experiences of spillover (Greer, Stephens, & 
Coleman, 2001). 
Two broad forms of spillover have been identified in the vocational literature, 
positive and negative spillover (Grzywac & Marks, 2000). Positive spillover, often 
referred to enrichment or enhancement (Grzywac & Marks, 2000), is when participation 
in one environment benefits or enriches another domain and creates fulfillment and 
enjoyment rather than strain (Rothbard, 2001), as well as enhances quality of life in the 
other domain (Greenhaus & Powell, 2006). Positive spillover includes two specific 
forms, work-family enrichment (WFE), which is when positive aspects of work carry 
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over into the home environment, and family-work enrichment (FWE), which is when 
positive aspects of the home domain carry over into work (Greenhaus & Powell, 2006). 
According to the Conservation of Resources (COR) theory (Hobfoll, 1989, 2002), 
positive spillover occurs because involvement in multiple domains allows for more 
resources and energy to be gained and used for development and improved functioning in 
more than one domain (Barnett, 1998; Kinnunen et al., 2006). For example, employees 
who have strong social support in multiple environments are likely to have access to 
more resources because of their social support, which can be used for increasing 
satisfaction at home with their family and at work. Further, research has found that 
experiences of positive spillover may differ based on sex, as Grzywacz and Marks (2000) 
found that women had greater experiences of positive spillover in comparison to men. 
However, Greenhaus and Powell (2006), who reviewed several research articles that 
examined sex and positive spillover, found that research has been inconsistent in finding 
if men and women’s experiences of positive spillover significantly differ. 
In contrast, negative spillover, often referred to as conflict, occurs when 
involvement in one domain makes involvement in another domain problematic or more 
arduous (Greenhaus & Beutell, 1985). Simply, satisfying demands in one domain creates 
more strain in satisfying demands in the other domain (Hammer, Grigsby, & Woods, 
1998). Based on the COR theory (Hobfoll, 1989, 2002), negative spillover occurs 
because humans only have a certain amount of energy and resources, and engagement in 
multiple domains can result in energy and resources diminishing, creating conflict and 
strain (Rothbard, 2001; van Steenbergen, Kluwer, & Karney, 2014). Negative spillover 
also includes two specific forms; work-family conflict, which is when there is negative 
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spillover occurring from work to family (WFC), and family-work conflict, which is when 
there is negative spillover occurring from family to work (FWC) (Greenhaus & Beutell, 
1985; Netemeyer, Boles, & McMurrian, 1996). An example of WFC is when an 
employee has an overbearing supervisor that results in the employee going home irritable 
and with a low mood, which then can disrupt relationships in the family domain. Whereas 
an example of FWC is when a working parent has to miss work to care for a sick child, 
resulting in strain from work tasks not being completed. Although WFC and FWC have 
been conceptualized as independent constructs, researchers have found they are 
experienced at similar rates (Garies, Barnett, Ertel, & Berkman, 2009) and that they are 
significantly related to each other (Rotondo & Kincaid, 2008). For example, strain in the 
home has been found to be related to WFC and FWC (Frone, Russell, & Cooper, 1992). 
Furthermore, greater amounts of stress at work and in the home environment have been 
found to have negative consequences on both environments (Frone et al., 1992). 
Moreover, examining conflict in general, research has been inconsistent in determining if 
there is a significant difference in men and women’s experiences of conflict (Powell & 
Greenhaus, 2009). For example, Kinnunen and colleagues (2004) did not find any 
significant differences between males and females and their experiences of WFC/FWC, 
which is consistent with the majority of empirical research. However, Allen and 
Finkelstein (2014) recently found that females experienced more FWC than males. 
Research on both forms of spillover, conflict and enrichment, has found that there 
is an inverse relationship between these two constructs. For example, WFC  has been 
found to be significantly negatively related to WFE, and FWC has been found to be 
significantly negatively related to FWE (Jijena-Michel & Jijena Michel, 2012). Although 
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vocational literature supports that conflict and enrichment are related, researchers note 
that low levels of conflict do not correspond to increased enrichment carrying over 
between work and home or vice versa (Carlson, Kacmar, Wayne, & Grzywacz, 2006; 
Grzywacz & Marks, 2000). Given this, Voydanoff (2005) theorizes that conflict and 
enrichment are not dependent on each other and, therefore, these two variables should be 
conceptualized as independent constructs, rather than along the same continuum, which is 
supported by other researchers (Carlson et al., 2010; Grzywacz & Bass, 2003; Grzywacz 
& Butler, 2005). More recent literature also supports that enrichment and conflict should 
be conceptualized as separate constructs due to finding that conflict from both the work 
and home domains was significantly related to balancing demands from home and work, 
but enrichment was not (Lee, Zvonkovic, & Crawford, 2013).  
Consequences of both enrichment and conflict have been, and are continuing to 
be studied, including their relationships with work-related outcomes (e.g. job satisfaction, 
job performance) and non work-related outcomes (e.g. life satisfaction, family 
satisfaction) (McNall, Nicklin, & Masuda, 2010). Researchers have proposed two 
differing hypotheses, the cross-domain hypothesis and the same-domain hypothesis, to 
help explain the relationships between positive and negative spillover and various 
outcomes. For example, researchers who have approached the work-family interface 
using the cross-domain hypothesis (i.e., conflict in one domain carries over and affects 
satisfaction in the other domain rather than in the same domain), have found that WFE 
and WFC are generally related to life and family satisfaction whereas FWE and FWC 
have been found to be more strongly related to job satisfaction (Allen, Herst, Bruck, & 
Sutton, 2000; Ford et al., 2007; McNall et al., 2010). On the other hand, researchers who 
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have approached the work-family interface using the matching or same-domain 
hypothesis (i.e., the effects of the spillover of conflict affect the domain in which the 
conflict was created), have found that spillover from work-to-family was related to job 
satisfaction, and spillover from family-to-work was related to family satisfaction 
(Amstad, Meier, Fasel, Elfering, & Semmer, 2011).  
A meta-analysis by Ford and colleagues (2007) examined evidence for both the 
cross-domain and the same-domain hypotheses. They included in their meta-analysis 
articles found in the Social Sciences Citation Index, PsycINFO, and a manual search 
using the key words WFC, “work interfering with family,” and “family interfering with 
work.” They found that 7% of the variance in family satisfaction and 37% of the variance 
in WFC were accounted for by variables in the work domain and 7% of the variance in 
job satisfaction scores and 21% of the variance in FWC were related to variables in the 
family domain, supporting the cross-domain hypothesis. Particularly, they found the 
strongest negative relationship between work stress and family satisfaction. Also, Ford 
and colleagues (2007) found a significant negative relationship between WFC and family 
satisfaction for participants who had children, which is consistent with previous research 
that has found that having children is significantly related to increased experiences of 
conflict (Greenhaus & Beutell, 1985).  
Furthermore, finding evidence supporting the same-domain hypothesis, Brough 
and colleagues (2005) assessed employees between the ages of 14 and 74 years working 
at 23 large companies in New Zealand. Participants completed questionnaires at Time 1 
(n = 691) and then six months later at Time 2 (n = 398) that assessed WFC, FWC, job 
satisfaction, family satisfaction, workplace resources, and family resources. They found 
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that FWC was related to decreased family satisfaction and WFC was related to decreased 
job satisfaction; thus, supporting the same-domain hypothesis. As it can be seen, both 
approaches have found empirical support for their hypothesis (Amstad et al., 2011; Ford 
et al., 2007) highlighting that, conflict and enrichment, regardless of the direction, relates 
to the same outcomes of job, family, and life satisfaction in both the same and cross 
domains. 
Because both the same-domain and cross-domain hypotheses relate to the same 
outcome variables, researchers have examined both forms of enrichment and their 
relationships with job, family, and life satisfaction, finding that WFE and FWE were 
related to job, family, and life of satisfaction (MchNall et al., 2010). More specifically, 
WFE has been found to be significantly related to increased job satisfaction (Jaga & 
Bagraim, 2011) and FWE has been found to be positively related to family satisfaction 
(Boyar & Mosley, 2007). Also, WFE has been found to be related to marital satisfaction 
(van Steenbergen et al., 2014). Although many researchers examine the relationship 
between enrichment and satisfaction outcomes, very little research has examined if there 
are sex differences in this relationship (Shockley & Singla, 2011). With the limited 
literature available, Shockley and Singla (2011) conducted a meta-analysis and found that 
sex, as a proxy for gender, significantly moderated the relationship between enrichment 
and job and family satisfaction in samples that included more females. However, the 
authors note that their conclusions are not definite, as many articles included in their 
analysis had opposing “theoretical propositions” and high proportions of male 
participants. 
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Similar to enrichment, several researchers have examined the relationship 
between conflict and outcome variables, finding that WFC was significantly related to 
less job satisfaction (Bruck, Allen, & Spector, 2002). Specifically, Bruck and colleagues 
(2002) found that individuals who could not adjust their work behavior into appropriate 
home behavior had more conflict carrying over from work into their home, which was 
related to less job satisfaction. Furthermore, Naz, Gul, and Hak (2011) found that WFC 
was significantly negatively related to job and life satisfaction. Examining spillover from 
the home environment into the work environment, Boles, Howard, and Donofrio (2001) 
found that FWC was related to less job satisfaction, which is consistent with Sandberg 
and colleague’s (2012) findings that FWC was related to less job satisfaction. Overall, 
researchers report that studies generally only examine correlations between WFC and 
FWC and job satisfaction, and fail to examine more specific mechanisms that create 
conflict between domains, such as mental disorders or adherence to gender roles. 
Therefore, they report that further research is needed to fully understand spillover 
between work and home domains (Leiter & Durup, 1996; Sandburg et al., 2012; Stevens 
et al., 2007). The limited research that has examined sex and/or gender has been 
inconsistent in finding if sex and/or gender impacts the relationship between conflict and 
satisfaction outcomes (Zhao, Settles, Sheng, 2011). 
Although enrichment is an important construct, finding that conflict leads to more 
negative outcomes than enrichment, such as increased burnout, less job satisfaction, and 
less life satisfaction (Bruck et al., 2002; Naz et al., 2011), suggests studying conflict may 
be a more pressing issue than studying enrichment. Also, researchers have found that 
conflict is more strongly associated with the aforementioned negative outcomes than 
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enrichment. Moreover, research on enrichment has suggested that enrichment may serve 
as a buffer between conflict and negative outcomes (Gryzywacz & Bass, 2003), thus the 
relationship between conflict and outcome variables should be studied first due to 
research finding a direct relationship between conflict and outcomes, before 
understanding the buffering effects of enrichment. Therefore, further investigation of the 
role of conflict is needed in understating work related outcomes such as job satisfaction 
and non work-related outcomes such as family and life satisfaction. 
Outcomes of WFC/FWC 
Typical outcome variables assessed in the work-family interface are various forms 
of satisfaction, such as job, family, and life satisfaction. All three forms of satisfaction 
have been found to be affected by WFC and FWC and all three forms have been found to 
relate to each other (Ford et al., 2007; Frone et al., 1992; Gao, Shi, Niu, & Wang, 2013; 
Judge & Watanabe, 1993). Thus, job, family, and life satisfaction are all important 
constructs to examine while studying the work-family interface. 
Job Satisfaction 
Job satisfaction is described as an individual’s assessment of his or her job 
meeting his/her needs and providing gratification (Besen et al., 2013; Cranny, Smith, & 
Stone, 1992; Lambert, 2010). Measurement of job satisfaction includes examining 
multiple specific dimensions of the work domain that can be satisfying as well as 
examining overall or global assessments of job satisfaction (Federici & Skaalvik, 2012). 
Specific dimensions of work that have been measured have been reviewed by Spector 
(1997) and include satisfaction with; appreciation, communication, co-workers, fringe 
benefits, job conditions, nature of the work itself, the nature of the organization itself, an 
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organization’s policies and procedures, pay, personal growth, promotion opportunities, 
recognition, security, and supervision. Alternatively, global measures assess one’s overall 
attitude towards his or her job (Lu, While, & Barriball, 2005). Lu and colleagues (2005) 
report that measures that assess specific aspects of job satisfaction are useful when 
wanting to discover which components of work produce higher or lower levels of job 
satisfaction whereas global measures are useful when wanting to assess overall job 
satisfaction.  
Examining sex and its relations to job satisfaction, research findings have been 
inconsistent in determining if sex significantly relates to levels of job satisfaction. For 
example, Yazi and Altun (2013) did not find a significant difference between males’ and 
females’ experiences of job satisfaction whereas Zou (2015) did find support for sex 
differences. Inconsistent results may be due to differences in samples, as the sample in 
Yazi and Altun’s (2013) study included college instructors working in Turkey, whereas 
participants sampled in Zou’s (2015) study were living in the United Kingdom and some 
were only working part-time. It may be that differences in cultures resulted in different 
experiences of job satisfaction for males and females. Also, Yazi and Altun’s (2013) 
sample was made up of all highly educated participants working in the same profession, 
which may have led to males and females experiencing similar amounts of job 
satisfaction. This is significantly different than Zou’s (2015) study, as his sample 
consisted of multiple jobs and education levels, which may have resulted in varying 
experiences of job satisfaction for males and females. 
Furthermore, examining negative spillover and its relations to job satisfaction, 
both WFC and FWC were found to have a significant negative relationship with global 
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job satisfaction (Gao et al., 2013). Researchers theorize that job satisfaction is impacted 
by conflict because conflict causes individuals to experience increased amounts of 
distress associated with various life roles (i.e., work or family), thus decreasing their 
satisfaction in various life domains such as work (Frone et al., 1992). For example, Frone 
and colleagues (1992) discuss that, as compared to individuals who do not experience 
FWC, individuals with increased amounts of FWC report more job-related distress 
because they likely feel overwhelmed with trying to balance both work and home 
demands, which then decreases their job satisfaction. Findings from other researchers 
have supported this notion (see Bedeian, Burke, & Moffett, 1988; Noor, 2003; 
Parasuraman et al., 1989). Furthermore, job satisfaction is an important construct given 
its relation to other outcomes. Increased satisfaction with one’s work has been found to 
be related to decreased burnout (Skaalvik & Skaalvik, 2009), stress at work (Van Saane, 
Sluiter, Verbeek, & Frings-Dresen, 2003), intentions to quit, and employee turnover 
(Kudo et al., 2006). In sum, job satisfaction is an essential construct to examine in the 
spillover model, as it relates to negative outcomes at work and to increased experiences 
of distress. 
Family Satisfaction 
Spillover between domains not only relates to one’s satisfaction in the work 
domain, but also it relates to satisfaction in the home domain, also known as family 
satisfaction. Family satisfaction is defined as an individuals’ satisfaction with their family 
(i.e., parents, children, siblings, significant others) and the relationships with those family 
members (Carver & Jones, 1992). Family satisfaction may encompass several facets of 
satisfaction with one’s home life, such as parental satisfaction and marital satisfaction 
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(Kinnunen, Guerts, & Mauno, 2004). However, most researchers have approached 
assessing family satisfaction with global measures rather than assessing satisfaction of 
each of these facets independently (Brough et al., 2005; Ford et al., 2007). The definition 
of family satisfaction may vary amongst individuals, such as couples who are married 
with children may define their family satisfaction based on their relationships with their 
children, whereas participants who are not married may base their family satisfaction on 
their relationships with their partner, siblings, parents, or other family members. 
Although individual differences may exist, global measures of family satisfaction attempt 
to account for this by including broad questions that assess for the positive or negative 
feelings participants have towards their family situation (Beutell & Wittig-Berman, 
2008). 
Furthermore, like the relationship between sex and job satisfaction, research 
finding have been inconsistent in determining if there are significant differences between 
males’ and females’ and/or men and women’s experiences of family satisfaction. For 
example, Forste and Fox (2012) found that men had significantly higher levels family 
satisfaction in comparison to women. However, Mills and colleagues (1992) found that 
wives had significantly higher levels of family satisfaction in comparison to husbands, 
which is consistent with Daig and colleagues (2009) who found that women had higher 
levels of family satisfaction in comparison to men. As with sex and job satisfaction, 
inconsistent results for sex and family satisfaction may be due to the study’s samples. For 
example, Forste and Fox’s (2012) data was collected from participants throughout the 
world (e.g., 31 countries) whereas Mills and colleagues (1992) data was collected from 
participants living in the state of Oklahoma, while Daig and colleague’s (2009) study was 
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a nationwide study in Germany. The samples that were limited to one region may have 
led to finding more traditional samples (i.e., women value home, men value work), 
resulting in finding that females experienced higher levels of family satisfaction than 
men, whereas a more global sample may have represented less traditional participants or 
represented more diverse cultural values, resulting in men having higher levels of family 
satisfaction.  
Moreover, similar to the relationship between conflict and job satisfaction, family 
satisfaction has also been found to be related to conflict because conflict causes an 
individual to experience increased amounts of distress; therefore decreasing satisfaction 
at work and at home with family (Frone et al., 1992). In relation to negative spillover and 
family satisfaction, family satisfaction has been found to have a significant negative 
relationship with WFC (Frye & Breugh, 2004; Ford et al., 2007) and FWC (Boyar & 
Mosley, 2007; Brough, O’Driscoll, & Kalliath, 2005). Given the relations across 
domains, research on both WFC and FWC suggest inclusion of both job and family 
satisfaction. 
Life Satisfaction 
Life satisfaction is defined as an individual’s overall judgment of the quality of 
his/her life (Lambert, 2010). Similar to satisfaction in other domains, life satisfaction can 
be assessed measuring specific facets of life or satisfaction with life overall (Pavot & 
Diener, 1993). Specific aspects of life satisfaction that can be measured include health, 
relationships (Pavot & Diener, 1993), family, employment, and income (Corrigan, 
Kolakowsky-Hayner, Wright, Bellon, & Carufel, 2013). However, researchers argue that 
using measures that assess specific aspects of life satisfaction are not as valid as global 
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measures, as aspects of life that are perceived as good may outweigh the aspects 
perceived as negative or vice versa, therefore, affecting an individual’s responses on 
measures of life satisfaction (Pavot & Diener, 1993). Therefore, Pavot and Diener (1993) 
argue that the best assessments of life satisfaction are global measures. Furthermore, 
unlike job and life satisfaction, research on sex and/or gender differences in life 
satisfaction has consistently found that there are no significant differences between 
males’ and females’ experiences of life satisfaction (Fugl-Meyer, Melin, & Fugl-Meyer, 
2002; Hong & Giannakopoulos, 1994; Saban, Smith, Collins, & Pape, 2011).  
Exploring life satisfaction and conflict, both WFC and FWC have been found to 
have a significant negative relationship with life satisfaction (Mesmer-Magnus & 
Viswesvaran, 2005; Naz, Gul, & Haq, 2011). Siahpush, Spittal, and Singh (2008) found a 
significant relationship between life satisfaction and physical health outcomes, which 
likely can affect the work environment. 
Overlap between Job, Family, and Life Satisfaction  
Although research has examined relations between job, family, and life 
satisfaction and the work-family interface independently, often these forms of satisfaction 
are measured simultaneously. For example, family satisfaction has frequently been 
measured along with job satisfaction (see Ford et al., 2007; Frone et al., 1992; Higgins, 
Duxbury, & Irving, 1992), which Amstad and colleagues (2011) report is because family 
satisfaction is a counterpart of job satisfaction (for individuals who are employed) and, 
therefore, should be studied together when examining the work-family interface. Frone, 
Russel, and Cooper (1994) examined the relationship between job and family satisfaction 
and found that there was a significant positive relationship between the two variables. 
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Despite this, they statistically found that the relationship was noncausal, meaning that, 
while related, increased satisfaction in one domain does not cause one to be more 
satisfied in the other domain. Rather, Frone et al. (1994) hypothesize that job and family 
satisfaction are positively correlated because they share common causes, such as 
personality. Also, family satisfaction has been found be positively correlated to life 
satisfaction (Johnson et al., 2010). 
Furthermore, research has continually found a significant relationship between job 
and life satisfaction (Judge & Watanabe, 1993; Lent et al., 2011). However, researchers 
continue to debate whether life satisfaction predicts job satisfaction or vice versa (Judge 
& Watanabe, 1993). Judge and Watanabe (1993), who report a relationship between job 
and life satisfaction, found that life satisfaction explains more variance in job satisfaction 
than vice versa. For example, if an individual is happy with his or her life, he or she is 
more likely to be satisfied on the job, whereas if an individual is not satisfied with his/her 
job, it does not necessarily impact his/her satisfaction with life. Even though life 
satisfaction accounts for more variance in job satisfaction than vice versa, Lent et al., 
(2011) found that job satisfaction still significantly predicts life satisfaction. Moreover, 
higher levels of family satisfaction, in addition to job satisfaction, have been found to 
have a significant positive relationship with life satisfaction (Diener & Diener, 1995; 
Rupert, Stevanovic, Tuminello Hartman, Bryan, & Miller, 2012). Examining the work-
family interface and all three forms of satisfaction, less WFC has been found to relate to 
increased job and family satisfaction, accompanied with higher overall life satisfaction 
(Lapierre et al., 2008). Given the overlap of these three domains of satisfaction, as well as 
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the particular relevance of each form of satisfaction to WFC and FWC, it is important to 
account for all three in research on conflict. 
Sex and its Relations to WFC/FWC  
Job, family, and life satisfaction are important variables to examine in the work-
family interface; however, there are several other variables frequently studied. For 
example, one of the most common variables examined in the work family interface is sex. 
Specifically, sex has been examined as a moderator between spillover and its antecedents 
as well as outcomes, such as job satisfaction (Zhao et al., 2011). Sex is defined as the 
biological concept of being male or female (Valdez & Lilly, 2014). Although sex is a 
commonly studied variable in the work-family interface, the variable sex is often 
mistakenly labeled “gender” in several studies, thus making it confusing and unclear 
what the researchers were intending to measure: sex or gender. Gender is defined as sets 
of rules of masculinity and femininity set for males and females given by society (Valdez 
& Lilly, 2014), rather than one’s biological sex. Evidence suggests that gender likely 
explains why sex differences have been found for WFC/FWC. It is theorized that often 
sex impacts the development of one’s gender; however, sex and gender are separate 
constructs and thus should not be used interchangeably (Greenspan et al., 2007). Often, 
researchers report gender as being a dichotomous variable; however, gender is 
conceptualized on a continuum, ranging from being completely feminine to completely 
masculine, with the majority of individuals having masculine and feminine traits on a 
variety of characteristics (Greenspan et al., 2007).  
Additionally, the construct gender is much more complex than sex. For example, 
Spence (1984, 1993) developed the multifactorial gender theory, which theorizes that 
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gender is made up of a combination of five factors that influence human behavior. These 
five factors include basic sense of personal maleness or femaleness, gender identity, 
gender role attitudes, engagement in behaviors that are considered masculine or feminine, 
and sexual orientation. Thus, Greenspan and colleagues (2007) discuss how, in addition 
to assessing sex (i.e., male, female), measures of masculinity and femininity should be 
used if researchers report assessing gender, as this construct is much more complex and 
cannot be captured by assessing biological sex alone. Overall, Greenspan and colleagues 
(2007) conclude that both sex and gender should be examined together in research to 
truly understand similarities and differences between men and women. 
Many researchers who examine sex and/or gender, use the theoretical framework 
of gender role theory (see Cinamon & Rich, 2002a; Ergeneli et al., 2010; Ford et al., 
2007; Grandey et al., 2005), which proposes that society sets expectations for how males 
and females should act based on their gender (i.e., man, woman) (Ergeneli et al., 2010). 
Specifically, society dictates that females are supposed to behave in ways that are 
feminine and males are supposed to behave in ways that are masculine (Ergeneli et al., 
2010), leading to the expectation that the family domain should be more central to a 
female’s identity more so than to a male’s identity (Bem, 1993). 
As mentioned, several researchers have used gender role theory to theoretically 
guide research on WFC/FWC, finding support for sex (as a proxy for gender) moderating 
the relation between conflict and satisfaction. For example, Grandey, Cordeiro, and 
Crouter (2005) found that sex was a significant moderator between WFC and job 
satisfaction in their sample of 174 dual-earning, Caucasian, heterosexual couples who 
had two children, and were living in the state of Pennsylvania. Specifically, they found 
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that females experienced more WFC and less job satisfaction over a one year period than 
males (Grandey et al., 2005). Furthermore, Zhao and colleagues (2011), who examined 
the moderating role of sex in working parents, found that FWC and job satisfaction were 
related for mothers, but not for fathers, in a sample of 1,744 employed mothers and 
fathers living in the United States. Additionally, using a snowball sample of 176 Masters 
of Business Administration students attending a large state university located in Eastern 
United States, and 975 managers and professionals working at over 100 companies in 
over 26 industries, recruited by the students, Martins, Eddleston, and Veiga (2002) found 
that WFC was negatively related to job satisfaction, and was moderated by sex. 
Specifically, they found that WFC was significantly correlated to less job satisfaction for 
females, but not for males.  
Although there is evidence supporting the moderation of sex between conflict and 
satisfaction outcomes, other research has not found supporting evidence for sex 
moderating these relationships. For example, Ford and colleagues (2007) did not find 
support for sex moderating WFC and job and life satisfaction; however, their meta-
analysis was limited in its scope because FWC was not examined, which may have 
affected the results, as FWC is an important construct to include when examining the 
work-family interface (Netemeyer et al., 1996). Particularly, FWC has been found to 
significantly differ for males and females (Allen & Finkelstein, 2014); thus, due to Ford 
and colleagues not including FWC in their model, it is not surprising that moderation was 
not supported. Moreover, although Grandey and colleagues (2005) found that sex was a 
significant moderator between WFC and job satisfaction over a one year period, they 
found that sex did not significantly moderate the relationship between WFC and job 
20 
 
 
 
satisfaction when only examining their cross-sectional data nor when they examined the 
participants’ spouse’s reports of the participant’s experiences of WFC. Thus, they suggest 
that, many previous studies may not have found sex as a significant moderator due to 
most studies being cross-sectional and not longitudinal as well as not accounting for 
participant’s spouse’s perceptions. 
More recently, in Nohe and Meier’s (2015) meta-analysis that included 33 
studies, they found that males and females (using sex as a proxy for gender) had similar 
experiences of WFC and FWC and strain, indicating that sex did not moderate the 
relationship between conflict and strain. They conceptualized strain as reactions to 
conflict, which could include experiences of burnout, depression, and less satisfaction. 
They speculate that, although gender role theory hypothesizes that females value the 
family domain more than the work domain, and males value the work domain more than 
the family domain, gender roles are becoming more egalitarian and, therefore, males and 
females may react to WFC and FWC similarly. Thus, as evidenced above, research has 
been extremely inconsistent in determining if sex does or does not moderate relations 
between negative spillover and outcome variables.  
Because of such inconsistent findings, researchers have begun to examine more 
explicit aspects of gender that relate to biological sex. For example, Cinamon and Rich 
(2002a) examined the centrality of life roles for males and females, as males and females 
have different experiences of work and family being central to their identity, according to 
gender role theory, and, therefore, likely affecting the spillover of conflict (Ford et al., 
2007). Cinamon and Rich’s (2002a) study supported propositions of gender role theory 
and found that work was more central to males’ identities, and family/parenting was more 
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central to females’ identities overall in a sample of 213 lawyers and computer software 
and hardware workers between ages 20 to 50 years working in Tel Aviv, Israel. 
Furthermore, not supporting the researchers’ hypotheses, females were found to 
experience more WFC, but attribute more importance to FWC, which the researchers 
argued could be explained by women valuing family life more than men. Although 
Cinamon and Rich (2002a) document significant findings, they discuss how their results 
are limited in generalizability to those living in the United States, as their participants 
were all living in Israel and working in primarily male dominated fields. Further, 
Cinamon and Rich (2002a) discussed that Israel is an industrialized country with a labor 
force making up almost an equal number of males and females, which may not generalize 
to other countries. Additionally, although using sex, Grandey and colleagues (2005), in a 
study that examined sex as a moderator between WFC and job satisfaction, found that 
that females valued family life more so than work, and males valued work more so than 
family life. 
Further, Ergeneli and colleagues (2010) examined the moderating role of sex (as a 
proxy for gender) and interpretive habits between WFC and job satisfaction, providing 
evidence that the examination of various facets of sex can be beneficial in understanding 
the relationship between spillover and outcomes. Ergeneli and colleagues (2010) 
examined three interpretive habits; deficiencies, which involves focusing on one’s 
deficiencies and limitations; necessitation, which involves focusing on what one has to or 
needs to do rather than what he/she wants to do; and skill recognition, which involves 
attributing one’s success to one’s abilities (Ergeneli et al., 2010). The interpretive habits 
of deficiencies and necessitation were found to have a positive relationship with 
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experiences of stress whereas skill recognition was found to have a negative relationship 
with experiences of stress (Ergeneli et al., 2010). Ergeneli and colleagues (2010) also 
found that males who had interpretive habits of deficiencies and necessitation, that 
predisposed one to experience more stress, had more WFC and less job satisfaction 
whereas females who had the interpretive habit of skill recognition, that predisposed 
them to experience less stress, had more WFC and less job satisfaction, suggesting sex 
differently affected the relations between interpretive habits, WFC, and job satisfaction.  
As it can be seen, researchers continually find contradicting results on whether 
sex does or does not moderate the relations between negative spillover and outcome 
variables, such as job satisfaction. Contradictory results may have been due to many 
researchers using sex as a proxy for gender and not actually implementing a measure of 
gender within their questionnaire, and samples may have varied to the extent that they 
espoused congruent sex-gender orientations. Because of the contradicting research related 
to sex moderating WFC/FWC and job satisfaction, Byron (2005) suggests taking a more 
“finely grained” approach to understanding WFC/FWC, meaning studying the 
mechanisms by which women and men may vary to explain why gender, rather than sex 
as a proxy for gender, may or may not explain the relationship between conflict and 
outcome variables. Although some researchers have begun taking a more “finely grained” 
approach, this research is limited (e.g., only examining WFC, excluding various forms of 
satisfaction), as this is a new area of study.  
As mentioned earlier, there are many variables that can relate to the work-family 
interface, such as job, family, and life satisfaction, and sex. However, these are not the 
only variables associated with conflict carrying over between the work and home 
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domains. Another variable that is commonly assessed in the work-family literature is 
whether having children or not impacts participant’s experiences of conflict. It is 
important to account for having children, as many studies have found that having children 
relates to increased experiences of WFC and FWC (e.g., Ford et al., 2007; Netemeyer et 
al., 1996). Researchers find that this may be due to parents’ having increased family-
related expectations that can interfere with fulfilling duties both at work and at home 
more so than those who do not have children (Ford et al., 2007). However, many 
researchers argue that assessing for parent status is not sufficient enough, as many 
researchers have found that only having children of younger ages (i.e., infants, toddlers), 
as compared to having children of older ages (i.e., school aged children), impacted 
conflict (Geurts & Demerouti, 2003; Higgins, Duxbury & Lee, 1994; Lewis & Cooper, 
1988). Examining the impact of younger versus older children, where younger children 
have been classified as children under 13 years-old and older children as 13 years of age 
and older, Saltzstein, Ting, and Saltzstein (2001) found that having younger children 
related to increased experiences of conflict and decreased job satisfaction. Also, 
Demerouti, Bakker, and Schaufeli (2005) found that increased experiences of conflict 
related to less job and life satisfaction for parents of children under the age of three years. 
Frone and colleagues (1996) argue that having younger children likely relates to 
increased experiences of conflict because parents have to rely on external childcare 
whereas older children can take greater care of themselves. Further, research has found 
that the number of children a participant has living in the home, in particular, relates to 
experiences of conflict, where more children relates to more conflict (Grandey & 
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Cropanzano, 1999; Kinnunen et al., 2004; Kinnunen & Mauno, 1998; Netemeyer et al., 
1996).  
Although many researchers find that having children in general, having children 
of younger ages, or having an increased number children living in the home, significantly 
influences experiences of conflict, several researchers have not found support for the 
presence of children in the home relating to conflict (Bruck & Allen, 2003; Cinamon & 
Rich 2002b). Byron (2005) hypothesizes that research has been inconsistent in 
determining the effects of having children on WFC and FWC because previous research 
has asked such varying questions in order to assess for having children. Because there has 
been no reliable or consistent way to measure having children, assessment of this issue 
varies from some researchers simply asking if a participant has a child or not, while other 
researchers ask for the ages of the participant’s children, whereas others ask for the 
number of children living in the home, with different methods of assessment related 
differently to findings. Thus, Byron (2005) argues that multiple questions pertaining to 
the participants’ children should be included in surveys or questionnaires in order to 
account for the variance of having children. 
An Underlying Mechanism that Explains the Relationship between Sex and Conflict 
Gender Roles 
According to one of the most empirically supported theories of gender role 
development, the biosocial theory, different roles for males and females have historically 
developed due to biological factors, such as reproduction, in addition to multiple social 
factors (Fischer & Anderson, 2012). For example, Wood and Eagly (2002) state that, 
throughout the history of humans and before baby formula was available, females who 
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have had children have had to breastfeed. Therefore, this requirement necessitated 
females to stay near their children and not leave for long periods of time in order to feed 
their child, leading to females staying home and males having to engage in tasks required 
outside of the home in order support their families. Due to females and males having to 
engage in these very specific behaviors throughout history, particular characteristics 
became associated with being male and female, leading to the development of the 
traditional gender roles commonly known for males and females today (Eagly & Wood, 
1999). 
Other theorists offer a more simplistic view of gender role development, such as 
Hines (1982) who finds support for hormones explaining traditional behaviors for males 
and females. Specifically, Hines (1982) found that the display of various behaviors such 
as patterns of play in children, aggression, visuospatial abilities, and verbal abilities 
differed for males and females. For example, Hines (1982) found that females exposed to 
testosterone displayed more aggressive behaviors; therefore, leading to the conclusion 
that testosterone likely increases one’s aggressive tendencies, which are commonly seen 
in males. Overall, Hines (1982) found support for hormones explaining differing 
behaviors engaged in for male and females which are the basis of expected behaviors for 
men and women. This is supported by other researchers who have commonly found that 
testosterone is related to decreased nurturing behaviors whereas oxytocin, found in higher 
levels in females, is related to increased nurturing behaviors, helping explain why males 
and females differ in their nurturing behaviors and experiences of empathy and sympathy 
(Rhoads & Rhoads, 2012). 
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Gender norms, also known as gender roles, are specific behaviors men and 
women are supposed to engage in based on their biological sex (Fischer & Anderson, 
2012). One’s degree of conformity to his or her traditional gender roles is known as 
gender role orientation (Livingston & Judge, 2008). Gender role orientation is 
conceptualized on a continuum from being more traditional to being more egalitarian 
(Livingston & Judge, 2008). For example, women who satisfy demands in the family 
domain and men who satisfy demands in the work domain are considered to be more 
traditional, or in more alignment with expected social norms, whereas men and women 
who are less adherent to these expectations, and are accepting of both men and women 
fulfilling demands in both the home and work domains, are considered to be more 
egalitarian (Eagly & Karay, 1991; Fletcher & Bailyn, 2005). Block (1983) theorizes that 
gender conformity develops during childhood because boys and girls are raised to 
socially prescribe to either masculine or feminine interests, attitudes, values, and 
behaviors, resulting in the conformity to gender roles in adulthood (Carter, 2011). More 
frequently than not, men and women feel compelled to conform to the expectations of 
their sex set by society, because there often are negative consequences to not conforming 
to these expectations or norms (Sanchez, Crocker, & Boike, 2005). Judge and Livingston 
(2008) discuss that, although gender role orientation is studied in many disciplines, this 
construct is often neglected and needs to be examined more in-depth, such as examining 
the predictors of gender role orientation. 
Despite social pressures to conform to gender stereotypes for one’s gender, 
research has continually found that those who value gender conformity or place 
importance on conforming to gender roles for their specific sex are at a greater risk for 
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experiencing psychological maladjustment (Sanchez et al., 2005), such as anxiety, 
withdrawal, unhappiness, and other forms of distress (Carver, Yunger, & Perry, 2003), 
which likely can affect one’s satisfaction with their work, family, and life. Also, previous 
research has found that one’s adherence to traditional gender roles (i.e., males should 
display or participate in masculine roles and characteristics, females should participate or 
display feminine roles/characteristics) is related to one’s own engagement and non-
engagement in typical behaviors and activities expected of one’s sex (Carver et al., 2003). 
Although many males and females generally conform to traditional gender norms 
held by society, in relation to work, there is a wave of more females working, more males 
being stay-at-home fathers, and more relationships involving both females and males 
working, indicating that adherence to traditional gender roles is waning (Marks, 2006; 
Powell & Greenhaus, 2009; Sanchez et al., 2005). For example, currently, in the United 
States, the demographics of males and females in the workplace and at home are 
changing (Dunn, Rochlen, & O’Brien, 2013). Many females have shifted into becoming 
the “breadwinner” in their families (Dunn, Rochlen, & O’Brien, 2013), while many males 
are taking on more parental and domestic duties, such as childcare (Fischer & Anderson, 
2012; Cabrera, Tamis-LeMonda, Bradley, Hofferth, & Lamb, 2000). Overall, dual-
income homes are becoming more common, meaning both the female and male in the 
relationship are working (Marks, 2006; Powell & Greehaus, 2009). This has then led to 
both males and females having to balance aspects of both their family and work 
environments (Perrone, Wright, & Jackson, 2009). 
This represents a major change from the past as historically males have been 
expected to work and be the “breadwinners” while females’ expectations were to care for 
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dependents and aspects of home life, and not necessarily work outside of the home 
(Fletcher & Bailyn, 2005). Historical data on the working patterns of both men and 
women further support these changes in gender role orientations for both sexes. For 
example, in 1996, the number of reported stay-at-home fathers was 49,000, but by 2006, 
the reported number had grown to 159,000, and in 2013, there was an estimated 214,000 
stay-at-home fathers (U.S. Census Bureau, 2010), indicating a significant change in home 
obligations between sexes in less than 20 years. Furthermore, statistics have shown that 
females now make up 57.7% of the workforce whereas females only comprised 43.9% of 
the workforce in 1972 (Bureau of Labor Statistics, 2012), indicating an increase in 
percentage of females working over the past 50 years. Additionally indicating a shift in 
traditional gender roles for men and women is the number of dual-earner couples in the 
workforce, as data shows that, in 1986, the number of dual-earner couples was 49.9%, 
but as of 2010, the number of dual-earner couples increased to 53.6% (U.S. Census 
Bureau, 2010). 
This major shift in more females working, more males staying home, and overall 
both couples working violates commonly held gender roles. As mentioned, traditional 
gender roles have been that males work and be the primary financial providers as well as 
be more dominant and assertive whereas traditional gender roles for females have been 
that they take care of responsibilities in the home and be more warm and nurturing 
(Fischer & Anderson, 2012). These gender roles are consistent with expectations for 
females to display more feminine traits and behaviors such as having more affection, 
cultivation, emotion, compassion, and collaboration, and males to display more 
masculine traits and behaviors such as being more independent, dominant, competent, 
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and capable (Alimo-Metcalfe, 1995). Because more individuals are violating prescribed 
roles for their sex, Hakim (2000) proposes that it is no longer appropriate to classify 
females into one single group, rather females now fit into the categories of traditional and 
nontraditional gender roles. Therefore, one possible explanation of why sex moderates 
WFC/ FWC and outcome variables such as job, family, and life satisfaction, is the effects 
of conformity to gender roles (i.e. conforming to traditional gender roles, not conforming 
to traditional gender roles), which has yet to be researched. 
Some researchers have assumed females’ gender role orientation based on their 
engagement in paid labor. For example, females who conform to traditional gender roles 
have been defined as females who work only part-time or only work until they are 
married because they place family life as more important than work (Mosser & Hanson 
Frieze, 2012) and females who do not conform or conform less to traditional gender roles 
(i.e., work full-time both before and after marriage and rate work as more important than 
family life) have been classified as nontraditional (Hakim, 2000; Mosser & Hanson 
Frieze, 2012). While this method provides a slightly more accurate assessment of 
adherence to gender roles than use of sex, this method is still flawed. In particular, use of 
one’s engagement in the work role only examines adherence to gender role expectations 
and does not examine the specific reasons to why females may work or not work due to 
obligations that arise. For example, some females work because their family needs the 
income (Hennessy, 2009), whereas some females stay at home to provide daily care to 
their children themselves due to the rising costs of daycare, although they desire to work 
outside the home (Baum, 2002). Thus, engagement in a paid work role may not 
accurately assess one’s beliefs about or overall adherence to their prescribed gender role. 
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Furthermore, the possible influence of gender role conformity can be applied to 
males as well, due to males also shifting away from traditionally held gender roles, which 
is supported by Livingston and Judge (2008) who examined gender role conformity more 
directly. They did this by examining both females’ and males’ gender role conformity 
(level of compliance to gender roles) to investigate gender role conformity related to men 
and women’s experiences of guilt related to WFC/FWC. In their study, participants 
completed a daily survey via the Internet for five consecutive workdays to assess WFC, 
FWC, and their levels of guilt experienced that day. Livingston and Judge (2008) found 
that males and females who conformed to their prescribed gender roles experienced more 
guilt related to FWC and participants who did not conform to their prescribed gender 
roles experienced more guilt related to WFC. Furthermore, they found that males who 
conformed to male gender roles experienced more guilt related to FWC than males who 
did not conform to male gender roles. Their results indicated that gender role orientation 
is an important factor in understanding the work-family interface and emotions related to 
conflict. Although not assessed in Livingston and Judge’s study, it is likely that 
individuals’ gender role orientation also moderated the relationships between conflict and 
experiences of satisfaction with one’s job, family, and life. Thus, research suggests that 
gender role orientation, or one’s conformity to their gender roles, may help explain the 
relationship between WFC/FWC and satisfaction for men and women.  
Due to many researchers not adequately assessing for gender role adherence, and 
the trend of males and females increasingly not conforming to traditionally held gender 
roles, a more specific examination of gender (i.e., gender role conformity) may lead to a 
better understanding of men and women’s experiences of conflict and its relationships 
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with job, family, and life satisfaction. The specific examination of the mediating role of 
gender role orientation on WFC/FWC and job, family, and life satisfaction and how that 
is moderated by sex has never been researched. However, following similar reasoning to 
why this needs to be examined (i.e., changing social roles for men and women), Minnotte 
et al., (2013) conducted a study that examined the moderating role of spouse’s gender 
ideologies between FWC and marital satisfaction. Gender ideologies were defined as 
attitudes that individuals have related to gender roles on a continuum from traditional 
gender ideologies to egalitarian gender ideologies (Minnotte et al., 2013). Thus, gender 
ideologies were operationalized very similar to gender role orientations. They argued that 
gender ideologies determine how individuals think and feel about their own and their 
spouse’s FWC. Data was collected from dual-earner couples via paper questionnaires that 
assessed marital satisfaction, FWC, and gender ideology. They found that husbands’ 
gender ideologies moderated the relationship between both their own and their wives’ 
FWC and marital satisfaction. Specifically, they found a stronger negative relationship 
between FWC and marital satisfaction for husbands that adhered to more egalitarian 
gender ideologies than husbands who adhered to traditional gender ideologies. They also 
found that husbands’ gender ideologies moderated how husbands’ FWC related to wives’ 
marital satisfaction. Particularly, they found that FWC was related to less marital 
satisfaction for wives who had husbands who held more traditional gender ideologies. 
Furthermore, they found that wives’ FWC was negatively related to their own marital 
satisfaction; however, they did not find support for wives’ gender ideologies moderating 
the relationship between their own or their spouse’s FWC and marital satisfaction. Their 
results overall provided initial evidence that a more specific examination of both sex and 
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attitudes toward gender roles and their relation to conflict and outcome variables is 
warranted. 
Further, other variables have been shown to relate to gender role orientation. For 
example, research has found differences in conformity to traditional gender roles based 
on sexual orientation. Specifically, non-heterosexual couples have been found to have 
more liberal attitudes towards gender roles and hold more egalitarian beliefs towards the 
delegation of household tasks than heterosexual couples (Schechory & Ziv, 2007). 
Further, relationship status has been shown to impact gender role conformity. For 
example, single individuals have been found to hold more egalitarian (i.e., nontraditional) 
gender role beliefs whereas married or cohabitating individuals were found to hold more 
traditional gender role beliefs (Barber & Axinn, 1998). Moreover, although engaged 
and/or cohabitating individuals can be conceptualized as being very similar to married 
couples, research has found that married versus cohabitating couples can differ in aspects 
of gender roles (Shelton & Daphne, 1993). It has been found that married women 
perform more housework duties than women who are not married, but cohabitating with 
their partner (Shelton & Daphne, 1993; South & Spitze, 1994). Also, it has been found 
that cohabitating couples have significantly lower levels of partner satisfaction and 
overall family satisfaction than married couples (Nock, 1995).  
Furthermore, more recent literature has examined gender role conformity and its 
relations to individuals who identify as transgender. Nagoshi and colleagues (2014) found 
that many transgender individuals identified as having both masculine and feminine 
traits, indicating that they likely adhere to more egalitarian gender roles. Additionally, 
when Nagoshi and colleagues (2014) assessed how transgender individuals define what 
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being a male or female means, there was not definitive consensus. Many transgender 
individuals defined being male or female based on genitalia, whereas others defined 
being male or female based on heteronormative masculinity and femininity. This was 
significantly different than participants who did not identify as transgender, as they 
consistently defined being male or female based on genitalia and biological 
characteristics (Nagoshi, Terrell, Nagoshi, & Brzuzy, 2014). When examining non-
transgender women who were married to trans-men (i.e., individuals who had 
transitioned from being a woman to a man), Pfeffer (2010) found that these partners 
adhered to more traditional gender roles as the women in the relationship identified that 
they completed more household tasks than their trans-men partners. Due to research 
being relatively new in examining the relationship between gender roles and individuals 
who identify as transgender, there is limited ability to distinguish whether transgender 
individuals adhere to more traditional or egalitarian gender roles. 
Overall, it is important to study specific aspects of sex to help explain why there 
is a relation between conflict and satisfaction in different domains for males and females. 
Research findings have been inconsistent in the past; therefore suggesting that more 
nuanced examination of these relations is needed. Furthermore, because WFC and FWC 
have been found to be significantly related to levels of job satisfaction (Gao, Shi, Niu, & 
Wang, 2013), understanding how more specific aspects, such as gender role orientation, 
may relate to conflict and job satisfaction, rather than sex used as a proxy for gender, can 
help organizations increase their employees experiences of satisfaction at work. For 
example, understanding men and women’s experiences of WFC and FWC can help aid in 
the development of work policies, as family friendly work policies have been found to be 
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pertinent to both men and women and their levels of job satisfaction (Villablanca, 
Beckett, Nettiksimmons, & Howell, 2011). Moreover, career counselors can use this 
information to understand how conformity to gender roles relates to career planning for 
men and women to facilitate career choices that may increase satisfaction at work and at 
home (Cinamon & Rich, 2002b). Further understanding of gender role orientations and 
the work-family interface may be beneficial in general mental health treatment as well. 
Assessing conformity to gender roles can help in understanding differing experiences of 
women and men in both the work and family domains, which may help tailor 
interventions that can improve a client’s mental health and well-being (Parent & Moradi, 
2011) such as job and life satisfaction. 
The Current Study 
While existing studies have examined negative spillover, job, family, and life 
satisfaction, and sex independently (Duxbury & Higgins, 1991; Judge & Watanabe, 1993; 
Skaalvik & Skaalvik, 2009; Zhao et al., 2011) or in various combinations with each other 
(Bruck et al., 2002; Ergeneli et al., 2010; Ford et al., 2007; Livingston & Judge, 2008; 
Minnotte et al., 2013), this body of work lacks cohesion. As well, inconsistent findings in 
regards to sex moderating the relations between negative spillover and outcome variables 
may be due to using sex as a proxy for gender, assuming that all men and women adhere 
to traditional gender roles. It is possible that some researchers from the aforementioned 
studies inadvertently collected samples that were more egalitarian, which could have 
contributed to finding no sex differences, while other samples could have included more 
traditional women and men and, thus, finding support for sex differences. For example, 
Grandey and colleagues (2005) found support for gender as a moderator in a sample that 
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was likely more traditional as they sampled Caucasian heterosexual couples who had 
children and were living in Pennsylvania. Whereas, Ford and colleagues (2007) and 
Byron (2005) conducted meta-analyses and did not find support for gender as a 
moderator, which could have been due to the studies they examined including more 
egalitarian participants. 
Literature suggests that the roles of males and females have changed over time 
and, thus, may explain inconsistent findings related to sex moderating WFC/FWC and 
outcomes. Therefore, examination of gender role orientation for males and females is 
needed, as gender role orientation may help explain why there is a relationship between 
conflict and satisfaction outcomes for sex. When gender role orientation is not examined, 
there likely is no relation between conflict and satisfaction for sex, helping explain why 
evidence is so inconsistent in determining if sex does or does not moderate conflict and 
satisfaction. Thus, the current study’s purpose is to address the shortcomings of the 
current literature by examining if gender role orientation mediates WFC/FWC and 
outcome variables and how that is moderated by sex.  
Previous literature is very limited, but available research that is similar, such as 
Minnotte and colleague’s (2013) study, suggests that gender role orientation impacts the 
relationship between conflict and satisfaction outcomes, which is then moderated by sex, 
specifically for males. They found that that gender ideologies (similar to gender role 
orientation) moderated FWC and marital satisfaction for men who adhered to more 
egalitarian gender ideologies as compared to men who adhered to more traditional gender 
ideologies; however, significant results were not found for women. Although Minnotte 
and colleague’s (2013) study has begun examining the role of sex moderating the 
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mediation of gender role orientation on conflict and satisfaction outcomes, further 
investigation is needed.  
The outcome variables for this study will be job satisfaction, family satisfaction, 
and life satisfaction. Based on gender role theory and previous literature, the following 
research question and hypotheses were proposed (Figure 1):  
Research Question: To what extent are the meditational effects of gender role orientation 
between WFC/FWC and satisfaction outcomes moderated by sex? 
Hypothesis 1: It is expected that gender role orientation will significantly mediate 
the relations between WFC and job, family, and life satisfaction. 
Hypothesis 2: It is expected that gender role orientation will significantly mediate 
the relations between FWC and job, family, and life satisfaction. 
Hypothesis 3: It is expected that sex will moderate the significant mediation of 
WFC/FWC and job, family, life satisfaction, by gender role orientation.  
a. Egalitarian gender role orientation is expected to mediate the 
relationship between WFC and family satisfaction, specifically for 
males. 
b. It is anticipated that gender role orientation will mediate the 
relationship between FWC and job satisfaction for males with more 
traditional gender role orientation, explaining a significant negative 
relationship between FWC and job satisfaction.  
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Figure 1. Path Model of work-family conflict and family-work conflict as independent 
variables, sex as a moderator, gender role orientation as a mediator, and job satisfaction, 
family satisfaction, and life satisfaction as dependent variables.  
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CHAPTER II 
METHOD 
Participants and Procedures 
Participants were required to be at least 18-years of age and working full-time. 
Also, participants were required to be married, heterosexual individuals in order to 
control for potential differences in the variables assessed among same-sex partners and 
those who are not married. Specifically, researchers have found differences between 
single, cohabitating/engaged, and married individuals, and heterosexual and non-
heterosexual individuals on gender role orientation (Barber & Axinn, 1998; Schechory & 
Ziv, 2007; South & Spitze, 1994). Additionally, participants were required to reside in 
the United States, as various experiences differ amongst cultures. For example, predictors 
of life satisfaction in individualist cultures are different than the predictors of life 
satisfaction in collectivist cultures (Suh, Diener, Oishi, & Triandis, 1998); thus, collecting 
a sample from only the United States can help control for differences amongst individuals 
from different countries. 
Participants were recruited through Amazon’s Mechanical Turk (MTurk), an 
online marketplace that requires human intelligence to complete paid tasks (Buhrmester, 
Kwang, & Gosling, 2011). Researchers have found that MTurk users are diverse, ranging 
in age, ethnicity, socioeconomic status, language, and country of origin (Mason & Suri, 
2012; Paolacci, Chandler, & Ipeirotis, 2010). Furthermore, researchers who have used 
MTurk to collect data have found their data to be reliable (Buhrmester et al., 2011; 
Paolacci et al., 2010). Participants were awarded $.25-.40 compensation for their time, 
with amount paid depended on the demand for completion of the survey. First, this study 
was approved by The University of Southern Mississippi’s Institutional Review Board 
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(Appendix A). Following approval, the consent form (Appendix B) and all study 
measures (Appendix C) were administered online using a research-based survey service 
(qualtrics.com).  
Overall, 205 male (46.7%) and 234 female (53.3%) participants volunteered to 
complete the survey. Individuals who identified as transgender were not allowed to 
complete the survey, as this was an exploratory study attempting to assess individuals 
with congruent sex-gender identities. Of the total 439 participants, the following 
ethnicities were recorded; 82% White/European American and 18% non-White (i.e., 
approximately 5.5% Black/African American, 5.9% Asian American, 3% 
Hispanic/Latino, 2.3% Multicultural, < 1% American Indian, <1% Alaskan Native, <1% 
Native Hawaiian, and <1% Pacific Islander). The participants were on average 36.44 (SD 
= 9.92) years of age and the average length of marriage was 11 (SD = 8.8) years. Further, 
participants indicated that they were employed at their current job for a median of 4 years 
with a range of 4 months to 36 years. Also, 83.4% of participants viewed their current job 
as a career whereas 16.6% viewed their job as just a job. Moreover, 77.9% of the 
participants reported that their spouses were employed whereas 22.1% reported that their 
spouses were unemployed or were homemakers. Additionally, the reported annual mean 
income was between $61,000 and $80,000. Of the participants, 8.4% reported having less 
than a college education and 91.1% reported having some form of college education or 
greater. Of the participant’s spouse’s, 18.5% were reported to have less than a college 
education and 81.3% were reported to have some form of college education or greater. 
Furthermore, 68.1% of the participants reported having children while 31.9% 
reported not having children. Of the participants who reported having children, 49.2% of 
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them reported having at least one child 12-years-old or younger and 18.5% reported only 
having children 13 years of age or older. Lastly, of the participants who reported having 
children, no matter their ages, 24.8% of them reported having one child living in the 
home whereas 33.5% of participants reported having two or more children living in the 
home. 
Measures 
The Demographic Form asked participants to report their age, sex, sexual 
orientation, race, relationship status, length of relationship, and, if applicable, if they had 
children, how many children they had, their children’s ages, how many children under the 
age of 18-years lived in the home, and how many adult children lived in the home.  
The demographic form also asked their current work status (full or part-time), 
how long they have been at their current job, career field, occupational title, and if they 
consider their job their career. Assessing for if the participant views their job as their 
career or not is important, as perception of one’s employment statues (i.e., just a job or 
lifelong career) is related to satisfaction outcomes (Wrzesniewski, McCauley, Rozin, & 
Schwartz, 1997). Additionally, the demographic form asked participants to report their 
highest degree obtained, the highest degree their partner has obtained, and gross annual 
income, as education and income have been found to relate to conflict experienced and 
satisfaction outcomes (Byron, 2005; Clark & Oswald, 1995; Frone et al., 1992; Kinnunen 
& Mauno, 1998). For example, Byron (2005) found that higher income was related to 
greater experiences of WFC. Additionally, education and income have been found to be 
positively related to less traditional views of the division of labor in the household (Forste 
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& Fox, 2012); thus, questions related to education and income were included in order to 
account for their variance within the model. 
Work-Family Conflict and Family-Work Conflict scale. This scale (Netemeyer, 
Boles, & McMurrian, 1996) is a bidirectional measure that was created for the purpose of 
assessing global experiences of WFC and FWC. The Work-Family Conflict and Family-
Work Conflict scale was developed for the purpose of creating a short and validated 
measure of both WFC and FWC. This measure is made up of ten items, including five 
items that assess WFC (e.g., “my work keeps me from my family activities more than I 
would like”) and five that assess FWC (e.g., “because I am often stressed from family 
responsibilities, I have a hard time concentrating on my work”). Thus, two separate 
scores are obtained from this measure, WFC and FWC. Items on this measure are 
answered using a 7-point Likert scale (1= strongly disagree to 7 = strongly agree) with 
higher scores indicating more experiences of conflict and lower scores indicating less 
conflict. 
Netemeyer and colleagues (1996) reported running a confirmatory factor analysis 
with items and found adequate dimensionality for the two forms of conflict (work to 
family, family to work). Netemeyer and colleagues (1996) reported supportive evidence 
of discriminant validity by examining the zero estimates (i.e., standardized correlations 
between the WFC portion of the measure and the FWC portion), finding correlations of 
.48 on a sample of teachers and administrators, .33 for a sample of small business 
owners, and .42 for a sample of real estate salespersons. They reported finding that the 
square of the parameter estimates between WFC and FWC was lower than the average 
variance extracted between WFC and FWC, thus supporting discriminant validity. 
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Furthermore, Netemeyer and colleagues (1996) reported evidence of construct validity, 
finding that job tension, role conflict, role ambiguity, and intentions to quit were 
positively correlated with their WFC and FWC scales, while life satisfaction and family 
satisfaction had significant negative relationships with both scales.  
Strong evidence of internal consistency has been found by both Ergeneli and 
colleagues (2009), reporting an alpha coefficient of .90 for their study’s sample, and by 
Aycan and Eskin (2005; α = .89 FWC, α =.90 WFC). Additionally, Netemeyer et al. 
(1996) found internal consistency estimates ranging from .82 to .90 across samples. For 
the current sample, an alpha coefficient of .90 was found for FWC and .92 for WFC. 
Lastly, this measure was selected given that it has been used frequently in related 
research. Netemeyer et al.’s (1996) measure has been used to examine sex and its effects 
on WFC/FWC, and job satisfaction (Ergeneli et al., 2010) as well as to study links 
between WFC/FWC and employee performance and job stress (Netemeyer, Maxham III, 
& Pullig, 2005), suggesting it’s use is supported in the literature. Moreover, use of this 
measure allows for comparison to prior research on this topic.  
Overall Job Satisfaction questionnaire. The Overall Job Satisfaction 
questionnaire (OJS; Cammann, Fichman, Jenkings, & Klesh, 1983) is one questionnaire 
among many on the Michigan Organizational Assessment Questionnaire (MOAQ; 
Cammann et al., 1983), which is an extensive survey that assesses perceptions of 
organizational members. The MOAQ was designed for the purpose of creating a cost-
efficient assessment that is a complete measure of individual-level perceptions in an 
organization. The OJS was added to the MOAQ as a brief measure of overall job 
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satisfaction to help learn more about an employee’s general attitude toward his/her job 
(Cammann et al., 1983).  
The OJS consists of three self-report items (e.g. “all in all, I am satisfied with my 
job”) that are answered using a 7-point Likert scale (1= strongly disagree to 7= strongly 
agree). Higher scores on the OJS reflect higher levels of job satisfaction whereas lower 
scores indicate lower levels of job satisfaction. 
Cammann and colleagues have assessed the psychometric properties of the OJS 
several times over various time periods and found test-retest reliability coefficients to 
range from .67 to .95. Brough and colleagues (2005) found an internal consistency 
coefficient of .89 for the OJS in a sample of 398 working men and women between the 
ages of 16 and 74 years. O’Driscoll, Brough, and Kalliath (2004) found acceptable 
reliability coefficients ranging from α = .85 to α = .91 and also found that the OJS scores 
were significantly negatively related to psychological strain and physical health, 
indicating acceptable criterion validity of the OJS scores. Furthermore, others have found 
acceptable estimates of internal consistency, finding Cronbach alphas of .91 (Carlson, 
Kacmar, & Williams, 2000) and .93 (Carlson, Hunter, Ferguson, 2014). A high Cronbach 
alpha was found for the current study’s sample (α = .92). 
Additionally, supportive evidence of construct validity has been established. 
Bowling and Hammond (2008) found that job complexity, overall job attitudes, skill 
variety, task significance, autonomy at work, and feedback at work were all positively 
related to OJS scores whereas work stressors, such as role ambiguity, role conflict, work 
constraints, and interpersonal conflicts, were negatively related to OJS scores. 
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Overall Family Satisfaction questionnaire: The Overall Family Satisfaction 
questionnaire (OFS) was developed as a revision of the OJS (Cammann et al., 1983), but 
with the word “job” replaced with the word “family.” For example, the item “all in all, I 
am satisfied with my job” is revised to be “all in all, I am satisfied with my family” for 
this scale. The use of the OFS to measure family satisfaction has been used in 
conjunction with the OJS in several studies (see Brough et al., 2005; Carlson et al., 2014; 
O’Driscoll et al., 2004). The OFS consists of three self-report items (e.g. “in general, I 
don’t like my family”) that are answered using a 7-point Likert scale (1= strongly 
disagree to 7= strongly agree). Higher scores on the OFS indicate higher levels of family 
satisfaction whereas lower scores indicate lower levels of family satisfaction.  
Similar to the OJS, O’Driscoll and colleagues (2004) found acceptable reliability 
coefficients ranging from α = .85 to α = .91 for the OFS scores as well as that the OFS 
was significantly negatively related to psychological strain and physical health, indicating 
acceptable criterion validity of the OFS. Brough and colleagues (2005) found an alpha 
coefficient of .90 for this scale and Carlson and colleagues (2014) found a Cronbach’s 
alpha of .95, suggesting high internal consistency of the scale. Furthermore, for the 
current study’s sample, an alpha coefficient of .83 was found. 
Satisfaction With Life Scale (SWLS). The SWLS (Diener, Emmons, Larsen, & 
Griffin, 1985) is a short measure of global or overall life satisfaction. The SWLS is the 
most commonly used measure to assess life satisfaction and it is considered the “gold 
standard” of life satisfaction measures (Kaczmarek, Bujacz, & Eid, 2014). Previous 
measures of life satisfaction primarily assessed life satisfaction with one item, therefore, 
this scale was designed to be a brief multi-item measure of global life satisfaction (Diener 
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et al., 1985). There are a total of five items that comprise the SWLS. An example of an 
item on the SWLS includes, “the conditions of my life are excellent.” The items are 
assessed using a 7-point Likert scale (1 = strongly disagree to 7 = strongly agree). Higher 
scores on the SWLS indicate higher levels of life satisfaction whereas lower scores 
indicate lower levels of life satisfaction. 
The authors found that the five items had high correlations with each other, 
indicating a high level of internal consistency and that the SWLS overall moderately to 
highly correlated (e.g., r = .47 to .75) with other measures of life satisfaction (Diener et 
al., 1985) providing supportive evidence of construct validity. They also reported 
obtaining a two month test-retest alpha coefficient of .87 from an undergraduate sample. 
Other studies that have used the SWLS have found an alpha coefficient of .82 in a sample 
of 210 undergraduate college students (Gross & John, 2003) and .88 for a sample of 235 
middle and high school teachers (Lent et al., 2011). Lightsey and colleagues (2011) found 
a stability coefficient of .82 after a two month test-retest period and report that hundreds 
of studies have established convergent and discriminant validity. Additionally, the current 
study’s sample found a high alpha coefficient (α = .90). 
Traditional–Egalitarian Sex Roles scale. The TESR was created by Larsen and 
Long (1988) for the purpose of assessing attitudes towards traditional and egalitarian (i.e. 
nontraditional) gender roles. The authors generated 120 items from multiple sources, 
such as from speeches by feminists and literature on gender roles, and then had eight 
undergraduate students choose items that they believed assessed traditional and 
egalitarian gender roles, resulting in 75 items retained. Traditional and egalitarian gender 
roles were conceptualized as being on a continuum rather than separate constructs, which 
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the authors refer to as the traditional versus egalitarian sex role dimension. The 75 items 
were then tested on another group of undergraduate students, resulting in maintaining 20 
items with the highest inter-correlations, which are the items that currently make up the 
TESR. Of the 20 items, 12 measure traditional gender roles (e.g., “the man should be 
more responsible for the economic support of the family than the woman,” while the 
other 8 measure egalitarian gender roles (e.g., “having a challenging job or career is as 
important as being a wife and mother”). Items are self-report using a 5-point Likert scale 
ranging from 1 (strongly disagree) to 5 (strongly agree). The items measuring traditional 
gender roles are reverse coded and then scores are reported as one total score with low 
scores reflecting more traditional attitudes and high scores reflecting more egalitarian 
attitudes. 
Larsen and Long (1988) tested the TESR on another sample of undergraduate 
students, finding split-half reliability coefficients of .85 and .91. Larsen and Long also 
found a correlation of .79 with the Broagan and Kutner Scale (1976), a scale that also 
measures sex role orientation, indicating sufficient construct validity. Further supportive 
evidence of construct validity has been found given that the items measuring traditional 
attitudes on the TESR were found to have significant positive relationships with divorce, 
authoritarianism, and conservatism (Larsen & Longe, 1988). Additionally, from a sample 
of 196 working adults (124 women and 72 men), reliability coefficients of .85 
(Livingston & Judge, 2008) and .84 for mothers and .87 for fathers (Katz-Wise, Priess, & 
Hyde, 2010) have been found. For the current sample, an alpha coefficient of .90 was 
found. 
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Data Analysis 
Data Management 
The first step was to identify cases with missing data. Any cases in which the 
participant did not complete the study were omitted from the analysis. Furthermore, 
participants with 75% missing data or the appearance of inattentive or acquiesced 
response sets (i.e., responding with all 1’s or all 5’s) were also excluded from the analysis 
(n = 8). Additionally, validity checks were included in the study’s survey to help 
eliminate careless responding. Meade and Craig (2012) suggest including “bogus” items 
or instructed response items (i.e., Please select Strongly Agree for this item) in one’s 
survey to help detect careless responding. As such, this study’s survey included two 
instructed response items, as the recommended amount is one validity check item every 
50-100 items, with no more than three per study (Meade & Craig, 2012). Participants 
who failed to respond adequately to the any one validity item were exited from the survey 
and were not compensated (n = 36). 
Furthermore, the highest amount of missingness for any one item was 1.2%, thus 
series mean substitution was used to replace missing data, as using mean substitution 
when there is a small percentage of data missing (e.g. less than 10% for any given item) 
has been recommended (Parent, 2013).  
Additionally, as research has found that having children can impact both WFC 
and FWC (Ford et al., 2007; Netemeyer et al., 1996) and job, family, and life satisfaction 
(Beutell & Wittig-Berman, 1999; Clark, Oswald, Warr, 1996; Grandey & Cropanzano, 
1999; Kinnunen et al., 2004; Kinnunen & Mauno, 1998), independent-sample t-tests were 
conducted to determine if simply having children or not affected any of the variables. It 
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was found that having children significantly related to more FWC (t (437) = 3.77, p = 
<.01). However, having children did not significantly affect WFC (t (437) = 1.87, p = 
.06), job satisfaction (t (437) = 0.33, p = .75), family satisfaction (t (437) = 1.51, p = .13), 
or life satisfaction (t (437) = 0.51, p = .61). 
Further, since researchers have found that having younger children versus older 
children can impact experiences of both conflict and satisfaction outcomes (see Geurts & 
Demerouti, 2003; Higgins, Duxbury & Lee, 1994; Lewis & Cooper, 1988; Saltzstein et 
al., 2001), independent-sample t-tests were conducted to determine if having younger 
children (i.e., 12-years-old or younger) or older children (i.e., 13-years-old and older) 
impacted conflict and satisfaction outcomes. It was found that having younger children 
significantly related to more FWC (t (295) = 2.74, p = .01) as well as more family 
satisfaction (t (295) = 2.07, p = .04). However, children’s ages did not significantly affect 
WFC (t (295) = .80, p = .42), job satisfaction (t (295) = .00, p = .99), or life satisfaction (t 
(295) = 1.30, p = .19). 
Also, since it has been found that the number of children living in the home 
relates to conflict and satisfaction outcomes (see Beutell & Wittig-Berman, 1999; Clark, 
Oswald, Warr, 1996; Grandey & Cropanzano, 1999; Kinnunen et al., 2004; Kinnunen & 
Mauno, 1998; Netemeyer et al., 1996), independent-sample t-tests were conducted to 
determine if having two or more children living in the home as compared to only having 
one child living in the home affected conflict and satisfaction outcomes. It was found that 
children living in the home did not significantly affect WFC (t (254) = -1.79, p = .07) or 
FWC (t (254) = -.36, p = .71). Furthermore, it was found that participants who only had 
one child living in the home had significantly less job satisfaction (t (254) = -2.64, p = 
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.01) than participants who had two or more children living in the home. There were no 
significant differences between number of children living in the home and experiences of 
family satisfaction (t (254) = -.25, p = .81) or life satisfaction (t (254) = -1.31, p = .19). 
Due to finding that having children significantly related to FWC, ages of children 
significantly related to FWC and family satisfaction, and number of children living in the 
home significantly related to job satisfaction, these relationships were included in the 
model to account for their variance. 
Additionally, as mentioned, other covariates have been found to impact 
satisfaction outcomes and conflict (Byron, 2005; Forste & Fox, 2012; Wrzesniewski et 
al., 1997); thus, additional independent sample t-tests were conducted to determine if 
viewing one’s job as a career or not, participant’s education, participant’s spouse’s 
education, and gross annual income impacted any of the study’s independent and 
dependent variables. It was found that participants who viewed their job as a career had 
significantly higher levels of both job satisfaction (t (437) = 6.53, p = <.01) and life 
satisfaction (t (437) = 4.29, p = <.01). However, viewing one’s job as a career or not did 
not significantly relate to WFC (t (437) = -1.43, p = .15), FWC (t (437) = .14, p = .89), or 
family satisfaction (t (437) = 1.21, p = .23).  
Further, participant’s education was classified into the two following categories: 
having a high school diploma/GED or less and having some form of college or greater. It 
was found that having some form of a college education or greater significantly related to 
more FWC (t (435) = -2.17, p = .03), but not to WFC (t (435) = .56, p = .58), job 
satisfaction (t (435) = -.84, p = .40), family satisfaction (t (435) = .43, p = .67), or life 
satisfaction (t (435) = -.34, p = .73). For participant’s spouse’s education, it was found 
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that participants who had a spouse with some form of a college education or greater 
experienced significantly more WFC (t (436) = -2.01, p = .04) and more FWC (t (436) = -
2.69, p = .01) than participants whose spouses did not have a college education. 
Participant’s spouse’s education was not significantly related to job satisfaction (t (436) = 
-.36, p = .72), family satisfaction (t (436) = .17, p = .87), or life satisfaction (t (436) = -
1.25, p = .21). 
Lastly, income was classified as $60,000 or less and $61,000 or more. It was 
found that income did not significantly impact any of the independent or dependent 
variables [WFC (t (437) = .63, p = .53), FWC (t (437) = -.80, p = .42), job satisfaction (t 
(437) = -1.23, p = .22), family satisfaction (t (437) = -.46, p = .65), life satisfaction WFC 
(t (437) = -1.21, p = .23)]. Due to finding that viewing one’s job as a career significantly 
related to both job and life satisfaction, participant’s education related to FWC, and 
participant’s spouse’s education related to both WFC and FWC, these relationships were 
also included in the model to account for their variance. 
Primary Analysis 
To address the main research question, structural equation modeling (SEM) was 
employed using Mplus 7.11 (Muthén & Muthén, 2012). Specifically, to address study 
hypotheses (given below), moderated mediation effects analyses, also known as 
conditional indirect effect analyses, were performed adhering to the approach detailed by 
Preacher, Rucker, and Hayes (2007). Moderated mediation is considered an example of 
conditional indirect effects because it examines the indirect effect of a mediator (gender 
role orientation) on a relationship (WFC/FWC and job, family or life satisfaction), under 
certain conditions (being male or female). SEM was utilized because it allows for 
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concurrent analysis of all variables in one model, rather than multiple models, while 
accounting for the variance shared by all variables (Chin, 1998). The model was 
constructed to evaluate if gender role conformity (i.e. TESR scores) mediated relations 
between conflict (WFC and FWC) and job, family, and life satisfaction (Hypotheses 1 & 
2), and if this relationship was moderated by sex (Hypothesis 3), as illustrated in Figure 
1. 
Concurrently, six mediated analyses were performed within the model, with 
gender role orientation as the mediator, WFC and FWC as the independent variables, and 
job satisfaction, family satisfaction, and life satisfaction as the dependent variables. 
Specifically, the model analyzed the mediation of gender role orientation between WFC 
and job satisfaction, WFC and family satisfaction, WFC and life satisfaction, FWC and 
job satisfaction, FWC and family satisfaction, and FWC and life satisfaction, creating six 
different paths that were analyzed all within the model. Following that, the moderator, 
sex, was assessed for each path in which the mediation was found statistically significant. 
Testing Hypotheses 1 and 2  
Hypothesis 1: It was expected that gender role orientation would significantly 
mediate the relations between WFC and job, family, and life satisfaction.  
Hypothesis 2: It was expected that gender role orientation will significantly 
mediate the relations between FWC and job, family, and life satisfaction. 
First, to assess for the significance of the mediation, a bootstrapping method to 
assess model parameters and significance was implemented, as this is the preferred 
method for mediation models suggested in the literature (Shrout & Bolger, 2002). 
Bootstrapping methods are used because bootstrapping allows for multiple iterations of a 
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model to be run so that the model fit can be examined at various random times, which 
helps with reducing error as well as helps increase power and statistical confidence, 
especially for smaller samples (Preacher & Hayes, 2004; Preacher & Hayes, 2008). For 
the current analyses, 5000 bootstrap samples were used. The mediation model was 
considered significant if the 95% confidence interval (the 2.5th and 97.5th percentiles in 
the distribution) obtained from the bootstrapping estimate for this study’s sample did not 
contain a zero (Hayes, 2013; Preacher et al., 2007). 
Testing Hypothesis 3 
Hypothesis 3: It was expected that sex would moderate the significant mediation 
of WFC/FWC and job, family, life satisfaction, by gender role orientation.  
a. Egalitarian gender role orientation was expected to mediate the 
relationship between WFC and family satisfaction, specifically for 
males. 
b. It was anticipated that gender role orientation would mediate the 
relationship between FWC and job satisfaction for males with more 
traditional gender role orientation, explaining a significant negative 
relationship between FWC and job satisfaction.  
Next, invariance testing was conducted to examine each mediation path that was 
considered significant for the purpose of determining the levels at which sex (i.e., male, 
female) moderated the mediator (i.e., gender role orientation) (Preacher et al., 2007). Sex 
was dummy coded with females coded as 0 and males coded as 1. First, the constrained 
model was examined to see if there was an overall significant difference between males 
and females. If a significant difference between sexes is supported, then invariance 
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testing is to be conducted to determine which significant mediated path was moderated 
by sex. 
 
 
Figure 2. Path Model of work-family conflict and family-work conflict as independent 
variables, sex as a moderator, gender role orientation as a mediator, and job satisfaction, 
family satisfaction, and life satisfaction as dependent variables.  
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CHAPTER III 
RESULTS 
First, examining correlations between all variables (Table 1), there was a range 
between -.35 to .55, indicating satisfactory discriminant validity between the variables 
(Bollen, 1990). 
Table 1 
Zero-order correlations between study variables 
 1 2 3 4 5 6 
1. FWC .90      
2. WFC .52*   .92     
3. Job Satisfaction -.19* -.35* .92    
4. Family Satisfaction -.22* -.13*    .24*     .83   
5. Life Satisfaction -.19* -.24* .55*   .44*    .90  
6. Gender Role Orientation -.25* -.12*     .07     .11* .05 .90 
M 
11.26 13.67 
     
15.98 19.34 25.26 79.09 
SD 4.56 5.26 4.25 2.29 6.37 12.83 
 
Note: Reliabilities are on the diagonal (Cronbach’s alpha) for each scale. Significant correlations (p < .01) are noted with a *. FWC= 
family-work conflict. WFC= work-family conflict. 
 
Next, in order to test Hypotheses 1 and 2, SEM was used to determine if any paths 
between the independent and dependent variables were mediated by gender role 
orientation while accounting for the demographic variables found to significantly impact 
the model (e.g., if the participant’s had children, participant’s children’s ages, the number 
of children the participants had living in the home, if participants viewed their job as a 
career, participant’s education, and participant’s spouse’s education) (Figure 2). Because 
degrees of freedom for the model were zero – mostly due to correlating WFC and FWC 
as well as all the error terms of the dependent variables (i.e., job, family, and life 
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satisfaction), as all three outcomes variables have been found to relate to each other – 
global fit statistics could not be reported. Rather, parameter estimates were identified for 
each path that was being tested for mediation (Table 2). Examining the indirect effects to 
determine if any paths between conflict and satisfaction outcomes were mediated by 
gender role orientation, it was found that there was no significant mediation of any paths, 
as all confidence intervals contained a zero (Table 2). Thus, Hypotheses 1 and 2 were not 
supported. Due to not finding any significant mediation, testing for if any significantly 
mediated paths were moderated by sex could not be conducted; therefore, Hypotheses 3 
could not be tested. Although there were no significant indirect effects, there were 
significant direct effects for WFC and job satisfaction (𝑐′ = -.328, p < .001) and WFC and 
life satisfaction (𝑐′ = -.180, p = <.01) (Figure 3). Non-significant direct effects were 
found for WFC and family satisfaction (𝑐′ = -.017, p = .80), FWC and job satisfaction (𝑐′ 
= -.014, p = .87), FWC and family satisfaction (𝑐′ = -.210, p = .13), and FWC and life 
satisfaction (𝑐′ = -.095, p = .40). 
 
 
 
 
 
 
 
 
 
  
 
 
5
6
 
Table 2 
Mediation of the effect of WFC and FWC on job satisfaction, family satisfaction, and life satisfaction by gender role orientation 
 
 
 
 
 
 
 
 
Note: Total, direct, and indirect refers to the standardized effects accounted for in the model (Figure 3). ** refers to p < .01, *** refers to p < .001. Significance and confidence intervals are 
based on bias-corrected bootstrapping for 5,000 samples. 
 Work-Family Conflict Family-Work Conflict 
 Total Direct Indirect Total Direct Indirect 
 c c’ ab 95% CI c c’ ab 95% CI 
Job Satisfaction -.328 -.328*** .001 -.006, .008 -.024 -.014 -.010 -.052, .031 
Family Satisfaction -.016 -.017 .001 -.008, .010 -.227 -.210 -.016 -.062, .029 
Life Satisfaction -.180 -.180** .000 -.006, .006 -.097 -.095  .002 -.043, .040 
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Figure 3. Path Model of significant direct effects from mediation with work-family 
conflict and family-work conflict as independent variables, sex as a moderator, gender 
role orientation as a mediator, and job satisfaction, family satisfaction, and life 
satisfaction as dependent variables. Path coefficients and significance levels of direct 
paths indicated. 
Furthermore, although testing for if any significantly mediated paths were 
moderated by sex could not be completed (Hypothesis 3), two direct paths between 
conflict and satisfaction outcomes were significant; thus, analyses were run to examine if 
sex moderated the direct relationships between WFC and FWC and satisfaction outcomes 
(Figure 4). This was conducted in order to determine if the relationships between conflict 
and satisfaction outcomes differed for males and females. It was found that there was no 
significant moderation of sex, as the Wald Test of Parameter Constraints for the 
constrained model produced a p value of .79, indicating no significant differences 
between males and females and their experiences of conflict and job, family, and life 
satisfaction. 
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𝑐′ = -.180, p = .02  
𝑐′ = -.328, p < .01 
58 
 
 
 
 
Figure 4. Direct paths between work-family conflict and family work conflict and job 
satisfaction, family satisfaction, and life satisfaction. 
Lastly, since Hypothesis 3 could not be tested and it was not found that sex 
moderated any direct paths between conflict and satisfaction outcomes, t-tests were run to 
determine if any of the variables in the model significantly varied by sex. It was found 
that sex only significantly related to gender role orientation (Table 3). Specifically, 
females had more egalitarian gender roles than males.    
Table 3 
T-tests for sex on all the model variables 
    Males Females 
 t df p x  SD x  SD 
1. FWC -1.52 437  .13 11.61 4.40 10.95 4.68 
2. WFC -1.10 437  .27 13.96 4.99  13.41 5.50 
3. Job Satisfaction -.14 437 .89 16.01 4.14 15.96 4.35 
4. Family Satisfaction .48 437 .63 19.28 2.26 19.38 2.31 
5. Life Satisfaction .05 437 .96 25.25 6.24 25.28 6.50 
6. Gender Role Orientation 4.77 437 .00 76.04 12.61 81.76 12.45 
 
Note: FWC= family-work conflict. WFC= work-family conflict.  
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CHAPTER IV 
DISCUSSION 
A common phenomenon examined in the vocational literature is the work-family 
interface, particularly work-family and family-work conflict. Conflict is of importance 
because it is significantly related to multiple negative outcomes, such as less job 
satisfaction, family satisfaction, and life satisfaction (Frone et al., 1992; Gao et al., 2013; 
Mesmer-Magnus & Viswesvaran, 2005; Naz, Gul, & Haq, 2011). Often, researchers 
attempt to assess if the relationship between conflict and satisfaction outcomes 
significantly differs for males and females (i.e., biological sex), and find inconsistent 
results (Ford et al., 2007; Grandey et al., 2005). Thus, researchers have more recently 
began to test if gender roles (i.e., traditional, egalitarian) explain men and women’s 
experiences of conflict, with less research examining how men and women’s experiences 
of conflict relates to job, family, and life satisfaction. Further, while the relationship 
between conflict and satisfaction outcomes has been examined, many researchers have 
reported that they assessed gender, but in reality only assessed biological sex. Therefore, 
the goal of the current study was to address the gaps in the literature by exploring how 
males’ and females’ adherence to more or less traditional gender roles related to the 
relationship between conflict and satisfaction outcomes. 
First, gender role orientation was not found to mediate any paths between WFC 
and FWC and job, family, and life satisfaction, which was inconsistent with gender role 
theory. Not finding any significant mediation was surprising due to theoretical support as 
well as recent literate finding that adherence to gender roles related to FWC and WFC for 
males and females (Livingston & Judge, 2008), and adherence to gender roles 
significantly related to the relationship between FWC and marital satisfaction for 
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husbands (i.e., men) (Minnotte et al., 2013). Despite significant findings, Minnotte and 
colleagues (2010) reported that men’s gender ideologies (similar to gender role 
orientation) alone did not significantly affect their model, which examined the impact of 
gender ideologies on the relationship between WFC and marital satisfaction, until they 
accounted for the men’s spouses’ gender ideologies. Thus, they suggest that, in order to 
fully understand married couples experiences, researchers must account for the 
participants’ spouses’ gender role adherence. This can then help explain non-significant 
findings in the current study, as the current study’s participants were married, but their 
spouse’s gender role orientation was not accounted for. It is possible that, if information 
related to the participant’s spouses’ gender role orientation was obtained and included in 
the model, significant results may have been found. However, although no significant 
mediation was found, these results are interesting, as they suggest that men and women’s 
gender role orientation does not explain how WFC and FWC relates to job, family, and 
life satisfaction.  
Furthermore, although the relationships between conflict and satisfaction 
outcomes were not mediated by gender role orientation, some of the direct relationships 
between conflict and satisfaction outcomes were significant. Specially, the relationships 
between WFC and job satisfaction and WFC and life satisfaction were found to be 
significant. Finding that WFC related to job satisfaction is consistent with the same-
domain hypothesis, which proposes that the domain in which the conflict was created 
impacts satisfaction in that same domain (Amstad, Meier, Fasel, Elfering, & Semmer, 
2011). Further, this study’s results are consistent with Brough and colleagues (2005) who 
found that WFC related to less job satisfaction. Finding support for the same-domain 
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hypothesis suggests that, in order to increase job satisfaction, interventions in the 
workplace would likely be more beneficial than interventions in the home. Moreover, 
supporting previous research (Naz, Gul, & Haq, 2011), it was found that WFC 
significantly related to less life satisfaction. This suggests that conflict carrying over from 
work into the home domain has a greater impact on satisfaction with ones’ life than 
conflict occurring at home and affecting the work domain; therefore, interventions aimed 
at decreasing WFC would likely be more beneficial in increasing one’s life satisfaction. 
Overall, finding that WFC had significant relationships with satisfaction outcomes, while 
FWC did not, suggests that conflict originating at work and carrying over into the home 
domain is more detrimental than conflict carrying over from the home domain into work, 
which is supported by previous research (Mennino, Rubin, & Brayfield). This finding 
suggests that interventions that focus on decreasing conflict originating at work are more 
important than interventions that focus on decreasing conflict occurring at home. 
Additionally, although testing if sex moderated any significant mediation of 
gender role orientation could not be conducted as planned, additional analyses were 
conducted to examine whether the direct paths between conflict and satisfaction 
outcomes were moderated by sex, and to add to the literature about this issue. It was 
found that sex did not significantly moderate any direct paths, indicating that males and 
females in the current sample do not significantly differ in their experiences of conflict 
and job, family, and life satisfaction. This study’s findings are consistent with several 
other studies (see Ford et al., 2007; Frone et al., 1996; Grandey & Cropanzano, 1999; 
Kinnunen et al., 2004; Kinnunen & Mauno, 1998). Ford and colleagues (1996) report that 
their lack of findings may have been due to males and females having more equal work 
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and family responsibilities, as couples are more likely to be dual earners and more 
females are working than in the past, which is consistent with the current study’s sample, 
as 77.9% of the participants had spouses who were working. As such, Ford and 
colleagues (1996) report it is possible that the demands of males and females are 
significantly more alike and, therefore, males and females are more likely to experience 
similar amounts of conflict due to having comparable work and family responsibilities. 
This can help explain the current study’s findings in that it is possible that, due to all 
participants being required to be married and working full-time, and the majority of 
participants had working spouses, they had similar work and family responsibilities, 
resulting in similar experiences of WFC and FWC; thus, relating to similar amounts of 
job, family, and life satisfaction across sexes. 
Furthermore, it was very interesting to find that, although gender role orientation 
did not significantly mediate the relationship between conflict and satisfaction outcomes, 
and sex did not moderate the relations between conflict and satisfaction outcomes, gender 
role orientation significantly differed by sex. Specifically, females were found to adhere 
to more egalitarian gender roles than males. Finding that females had more egalitarian 
gender role orientation than men is consistent with previous research (see Eagly, 
Diekman, Johannesen-Schmidt, & Koenig, 2004; Judge and Livingston’s, 2008; Minnotte 
et al., 2010; Minnotte et al., 2013). Judge and Livingston (2008) suggest that these sex 
differences in gender role orientation exist because females experience increased benefits 
from adhering to more egalitarian gender roles and males experience increased benefits 
from adhering to more traditional gender roles. For example, they found that men who 
adhered to more traditional gender roles received more earning rewards in the workplace 
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than men who adhered to more egalitarian gender roles. Thus, this suggests that females 
may have adhered to more egalitarian gender roles than males in the current sample due 
to the likely chance of receiving increased benefits in the workplace. Overall, although 
females adhered to more egalitarian gender roles than males, this did not significantly 
impact the relationship between conflict and job, family, and life satisfaction. 
Another surprising finding of this study was that simply having children 
significantly related to FWC, but not to WFC or job, family, or life satisfaction. 
Furthermore, children’s ages significantly related to FWC and family satisfaction, and 
number of children living in the home significantly related to job satisfaction. First, these 
findings support Byron (2005) who argues that, in order to adequately assess for if having 
children significantly affects one’s dependent variables, multiple questions related to 
participants’ children should be included. Research has found support for various factors 
pertaining to having children relating to WFC/FWC and satisfaction outcomes, such as 
children’s ages and number of children living in the home (Geurts & Demerouti, 2003; 
Netemeyer et al., 1996); thus, assessing for these various aspects is important. The 
importance of having multiple questions related to the participants’ children can be seen 
in this study’s results, as one question did not significantly relate to any satisfaction 
outcomes (e.g. Do you have children?), but did to FWC, whereas another (e.g. What are 
your child(ren)’s ages?) only significantly related to family satisfaction and FWC, while 
a third question (e.g. How many children under the age of 18 live in your home?) 
significantly related to job satisfaction. These findings suggest and support Byron (2005) 
in the need for including multiple questions that assess more specific details related to the 
participants’ children in order to account for variance related to this issue.  
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Moreover, examining the significant findings of the current study pertaining to the 
participants’ children, the findings were opposite of many previous research studies. 
Specifically, having younger children in the home has been found to be related to 
increased experiences of conflict and decreased life and family satisfaction, as compared 
to having older children (Demerouti et al., 2005; Geurts & Demerouti, 2003; Higgins, 
Duxbury & Lee, 1994; Lewis & Cooper, 1988). Although the current study was 
consistent with previous literature in finding that having younger children (i.e., 12-years-
old or younger) significantly related to more conflict, it was found that having younger 
children significantly related to more family satisfaction, despite experiencing more 
conflict. Although this finding is different than most previous literature, Darcy and 
McCarthy (2007) hypothesize that parents experience more strain as their children age, 
due to their children becoming more independent. This may then help explain the current 
study’s findings in that, the less independent the participants’ children were (i.e., being 
younger), the more family satisfaction they experienced, no matter the amount of conflict 
occurring. Although it was unexpected to find that parents of younger children 
experienced more FWC as well as more family satisfaction (rather than less), this makes 
sense in context of the current study, as it was found that FWC and family satisfaction 
did not significantly relate to one another; thus, although parents of younger children 
experienced more FWC, having higher levels of family satisfaction was not impacted by 
more experiences of conflict. 
Also, several researchers have found that having more children living in the home 
relates to increased conflict and decreased family and job satisfaction (Beutell & Wittig-
Berman, 1999; Clark, Oswald, Warr, 1996; Grandey & Cropanzano, 1999; Kinnunen et 
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al., 2004; Kinnunen & Mauno, 1998; Netemeyer et al., 1996). However, the current study 
found that participants who only had one child living in the home experienced 
significantly less job satisfaction than participants who had two or more children living in 
their home. A limitation to the current study’s finding is that number of children in the 
home was grouped into the following two categories; one child versus two or more 
children. Although this grouping is typical as compared to most literature, Clark and 
colleagues (1996) conceptualized number of children in the home differently because 
they found that having three or more children significantly affected job satisfaction, 
whereas having two or less did not. Thus, the grouping of number of children may have 
affected the results. Although researchers assess the number of children differently, 
further research into the relationship of having one child versus two or more with job 
satisfaction is needed in order to help explain the current study’s findings. 
Lastly, other demographic variables were found to relate to conflict and 
satisfaction outcomes, such as viewing one’s job as a career, personal education, and 
spouse’s education. Finding that viewing one’s job as a career rather than just a job 
related to higher levels of job and life satisfaction is consistent with previous research 
(see Wrzesniewski et al., 1997). This finding is important for career counselors, as this 
emphasizes the importance of helping clients find a position they would view as a 
potential career, rather than a position they would view as just a job. Doing this would 
not only increase well-being for clients in multiple domains (e.g., job, life), but it would 
also help companies increase retention rates and decrease burnout, as higher levels of job 
and life satisfaction have been found to be related to less intentions to quit and burnout 
(Côté & Morgan, 2002; Hakanen & Schaufeli, 2012; Rode, Rehg, Near, & Underhill, 
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2007). Also, finding that higher levels of participants’ education related to more FWC 
was surprising, as pervious literature has primarily found that higher levels of education 
are related to WFC (Kinnunen & Mauno, 1998; Schieman & Glavin, 2011). Although 
limited, one research study found that having at least a four-year degree increased both 
WFC and FWC (Mennino et al., 2005). Lastly, this study found that the participant’s 
spouse’s education related to more FWC and WFC for the participants. Assessing for 
spouses’ education is important, as it can be seen in the current study that spouse’s 
education can impact individuals’ experiences of both forms of conflict. Examining 
participant’s spouse’s educational levels and their relationship with conflict is relatively 
unique, and studies that have examined both the participants’ and their spouses’ 
education level have found non-significant results (see Minnotte et al., 2003). Thus, due 
to the current study’s findings, in order to adequately assess participants’ experiences of 
conflict, questions related to participant’s spouse’s education are needed. 
Limitations 
As previously mentioned, Minnotte and colleagues (2010) found that adherence to 
gender roles was not significant in impacting the relationship between conflict and 
satisfaction outcomes when just assessing for the participants’ adherence to gender roles. 
Rather, the model became significant when the husbands’ spouses’ adherence to gender 
role was also accounted for. Further, Minnotte and colleagues (2013) found that FWC 
was related to less marital satisfaction for wives who had husbands who adhered to more 
traditional gender roles. Thus, a limitation of this study was that the gender role 
orientation of the participants’ spouses was not accounted for. If it had been, the 
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mediation of gender role orientation on the relationship between conflict and satisfaction 
outcomes may have been significant.  
Additionally, another limitation of this study was that it did not include an 
assessment of marital satisfaction. Although family satisfaction encompasses satisfaction 
with one’s spouse (Kinnunen et al., 2004), measures of family satisfaction are more 
general in the assessment of satisfaction in the home, which likely involves assessing 
satisfaction with all family members (i.e., spouses and children). Thus, specifically 
examining marital satisfaction, in addition to family satisfaction, may be beneficial and 
may have resulted in the significant mediation of gender role orientation. This is 
supported by Minnotte and colleagues (2010; 2013) who found that adherence to gender 
roles impacted the relationship between conflict and marital satisfaction. 
Furthermore, a limitation of this study was that it did not include enrichment (i.e., 
positive spillover) in the model. Previous research has found that conflict and enrichment 
are inversely related (Jijena-Michel & Jijena Michel, 2012), and it is possible that, 
although gender role orientation did not mediate the relationship between conflict and 
job, family, and life satisfaction, gender role orientation mediates the relationship 
between enrichment and satisfaction outcomes. Sex differences have been discovered for 
enrichment (see Aryee, Srinivas, & Tan, 2005; Gzywacz and Marks, 2000) when both 
enrichment and conflict have been included in one model, finding that females had 
significantly greater experiences of enrichment carrying over from the work domain into 
the home domain than males. Moreover, examining previous literature on sex, adherence 
to gender roles, and enrichment, Powell and colleagues (2009) propose that adherence to 
gender roles will likely significantly moderate positive spillover between the work and 
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home domains for males and females who adhere to more traditional gender roles than 
males and females who adhere to more egalitarian gender roles. They propose this 
because they find that males and females who adhere to more egalitarian gender roles 
have more similar experiences in the home (e.g., similar amounts of time interacting with 
children and/or time devoted to household tasks) and at work (e.g., work hours) whereas 
males and females who adhere to more traditional gender roles have more defined 
differences between them (e.g., men devoting more time to the work domain and women 
devoting more time to children and household tasks); thus, leading to their 
aforementioned proposition. Therefore, future research examining the full work-family 
interface (i.e., conflict and enrichment) would be beneficial in exploring if men and 
women’s adherence to gender roles is related to all forms of spillover, but also mediates 
the relationships between positive spillover and satisfaction outcomes. 
Other limitations include that the current study utilized the Traditional-Egalitarian 
Sex Roles scale (TESR; Larsen & Long, 1988) to assess gender role orientation. 
Although this measure was found to have strong reliability (α = .90) based on the current 
study’s sample, utilizing a measure developed and validated in the late 1980’s could have 
been problematic. As mentioned, society’s expectations for men and women have and 
currently are drastically changing and, therefore, utilizing a measure that has been 
validated on today’s adult population may have been more beneficial. Further, inclusion 
of nontraditional families may also have been beneficial, such as unmarried couples, 
same-sex couples, transgender individuals, as these multicultural populations warrant 
attention because they also experience conflict carrying over between the work and home 
domains (Ford et al., 2007).  
69 
 
 
 
Lastly, inclusion of participants who adhered to more traditional gender roles 
would have been beneficial, as the current sample’s participants primarily adhered to 
egalitarian gender roles. For the TESR, scores can range between 20 to 100 with lower 
scores representing traditional gender roles and higher scores representing egalitarian 
gender roles. It was found that the average TESR score for the current sample was 79.09 
with a standard deviation of 12.83, indicating that the majority of participants adhered to 
more egalitarian gender roles, even within one standard deviation of the mean. It is 
possible that, if the sample was more balanced with equal amounts of participants who 
adhered to traditional gender roles and egalitarian gender roles, significant mediation 
would have been found, followed by sex moderating those significant mediated paths. As 
previously mentioned, Powell and colleagues (2009) reported that samples that are less 
egalitarian (i.e., more traditional) may demonstrate greater sex differences in the work-
family interface than samples that are more egalitarian; thus, helping explain why there 
were no significant sex differences in experiences of conflict, as the majority of the 
current study’s sample adhered to egalitarian gender roles. Obtaining a sample that was 
primarily egalitarian may have been due to requiring all participants to be working full-
time; thus, female participants may have inadvertently been more egalitarian. Therefore, 
attaining more traditional populations may be done through recruiting female participants 
who are homemakers and have husbands who work full-time and/or male participants 
who work full-time and have wives that are homemakers.  
Implications 
Finding evidence that further supports the same-domain hypothesis emphasizes 
the importance of implementing interventions in the environment in which conflict is 
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originating. Thus, in order to increase job satisfaction, interventions in the workplace that 
can help reduce conflict deriving at work would be beneficial. Fortney and colleagues 
(2013) found that a brief mindfulness intervention utilized to help working professionals 
manage stress significantly reduced burnout, depression, anxiety, and stress. They found 
that this brief intervention had notable long term effects in that the significant reduction 
in burnout, depression, anxiety, and stress was maintained at a nine month follow up. 
Therefore, this brief intervention implemented in the workplace would likely be 
beneficial in increasing job satisfaction and decreasing WFC. Additionally, it has been 
found that organizational empowerment significantly increases job satisfaction (Huai-
Ting, Teresa Jeo-Chen, & I-Chuan, 2008); thus, likely decreasing conflict originating at 
work. Specifically, Huai-Ting and colleagues (2008) found that building relationships 
and alliances as well as solving problems and generating solutions with co-workers, 
supervisees, and supervisors resulted in the development of informal/organizational 
empowerment, leading to increased job satisfaction. Therefore, interventions that focus 
on increasing collaboration and support in the workplace would be beneficial in 
decreasing conflict and increasing job satisfaction. Moreover, supporting Huai-Ting and 
colleagues, other researchers (see Mennino et al., 2005; O’Driscoll et al., 2003) found 
that family friendly policies implemented within organizations were not helpful in 
reducing WFC and FWC; thus, they suggest that changing the work culture (e.g., 
organizational support for work-family balance) would be more beneficial in decreasing 
conflict.  
In addition to implementing interventions in the workplace to increase job 
satisfaction, interventions in the home domain to decrease FWC would be beneficial, 
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particularly for parents with younger children. Zabriskie and McCormick (2003) found 
that increased leisure time with one’s family was related to increased family satisfaction 
for parents, which likely would decrease experiences of FWC. Thus, promoting parents 
to spend leisure time with their families in order to build stronger relationships would be 
beneficial in helping decrease FWC and increase family satisfaction. Further, Zabriskie 
and McCormick (2003) found that parents who had children who were at least 10 years 
of age utilized more effort in increasing activity with their children in order to build 
stronger relationships and increase family satisfaction. Their findings are consistent with 
the current study in that, having children of younger ages was related to more family 
satisfaction than parents who had children of older ages; thus, increasing leisure time in 
families who have older children is also important. Moreover, increased family resources, 
such as assistance with household tasks, egalitarian partner relationships, and strong 
social support, have been found to be related to increased family satisfaction (Brough et 
al., 2005). This finding supports that interventions that focus on increasing resources at 
home would be beneficial in decreasing conflict originating in the home and increasing 
family satisfaction. 
 In final review, it was found that gender role orientation did not mediate any 
relationships between WFC and FWC and job, family, and life satisfaction, not 
supporting Hypothesis 1 and 2. Due to not finding any significant mediation, examining 
if any significant mediated paths were moderated by sex (Hypothesis 3) could not be 
tested. Although there were no significant indirect effects (i.e., mediation), it was found 
that the direct relationships between WFC and job satisfaction, and WFC and life 
satisfaction were significant. Due to finding significant direct effects, all direct paths 
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between WFC and FWC and satisfaction outcomes were tested to see if they were 
moderated by sex; however, it was not found that sex moderated any of these direct 
paths. Further, examining if sex related to any of the study variables, it was found that 
gender role orientation significantly differed by sex, finding that females adhered to more 
egalitarian gender roles than males. Overall, these results suggest that the relationships 
between both forms of conflict and satisfaction outcomes hold for both men and women. 
Thus, reducing WFC is likely to improve job and life satisfaction for both men and 
women. 
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 Where appropriate, the research plan makes adequate provisions for monitoring 
the data collected to ensure the safety of the subjects.  
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subjects and to maintain the confidentiality of all data.  
 Appropriate additional safeguards have been included to protect vulnerable 
subjects.  
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to subjects must be reported immediately, but not later than 10 days following the 
event. This should be reported to the IRB Office via the “Adverse Effect Report 
Form”.  
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INSTITUTIONAL REVIEW BOARD 
LONG FORM CONSENT 
 
LONG FORM CONSENT PROCEDURES 
 
This completed document must be signed by each consenting research participant. 
 The Project Information and Research Description sections of this form should be 
completed by the Principal Investigator before submitting this form for IRB approval.  
 Signed copies of the long form consent should be provided to all participants.  
          Last Edited August 28th, 
2014 
 
Today’s date: January 6, 2015  
PROJECT INFORMATION 
Project Title: Sex Moderating Gender Role Orientation’s Mediation of Work-Family/Family-Work 
Conflict and Satisfaction Outcomes 
Principal Investigator: Deirdre Paulson-
O'Donovan, M.S. 
Phone: 612-209-
0732 
Email: 
Deirdre.paulson@eagles.usm.ed
u 
College: Education and Psychology  Department: Counseling Psychology 
RESEARCH DESCRIPTION 
 
1. Purpose:  
  
 You are invited to participate in a study measuring adherence to gender roles, work-
family/family-work conflict, and satisfaction outcomes. You were selected as a possible 
participant because you are a married heterosexual full-time working adult. We ask that you 
read this form before agreeing to be in the study. The researchers conducting this study are 
Deirdre Paulson-O'Donovan, Doctoral student in Counseling Psychology, who is supervised 
by Dr. Melanie Leuty from the University of Southern Mississippi, Department of Psychology.  
 
2. Description of Study:  
 
 The purpose of the current project is to examine adherence to gender roles and how that is 
related to work-family/family-work conflict and satisfaction outcomes. You will receive $0.25-
$0.50 compensation for your participation. Quality assurance checks will be used to make 
sure that participants are reading each question carefully and answering thoughtfully. 
Participants who do not pass these checks will NOT receive compensation for their 
participation.   
 
3. Benefits:  
 
 A benefit of the study is that you will receive between $0.25-$0.50 in compensation for time 
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spent completing the survey. You most likely will not experience any other benefits. However, 
you may find that responding to questions about your preferences may increase your self-
awareness.      
 
4. Risks: 
 
 The risks associated with your participation are minimal. You may find that a few of the 
questions are sensitive in nature (e.g., questions about job, family, and life satisfaction), 
which may result in some distress.  Also, some of the questions may be difficult to answer or 
you may find that you become fatigued when completing questions.   
 
5. Confidentiality: 
 
 The records of this study will be kept private. After the study has been completed, a unique 
number will be assigned to your information. In any sort of report that might be published from 
this data, no information will be included that will make it possible to identify a participant. 
Research records will be stored securely on computer devices and only the researchers 
involved in this study will have access to the research records.   
 
 
6. Alternative Procedures:  
 
 Participation in this study is voluntary. Your decision whether or not to participate will not 
affect your current or future relations with the University of Southern Mississippi or the 
Department of Psychology. If you decide to participate, you are free to not answer any 
question or withdraw at any time without affecting those relationships.      
 
 
7. Participant’s Assurance:  
 
This project has been reviewed by the Institutional Review Board, which ensures that 
research projects involving human subjects follow federal regulations.  
 
Any questions or concerns about rights as a research participant should be directed to the 
Chair of the IRB at 601-266-5997. Participation in this project is completely voluntary, and 
participants may withdraw from this study at any time without penalty, prejudice, or loss of 
benefits.  
 
Any questions about the research should be directed to the Principal Investigator using the 
contact information provided in Project Information Section above. 
 
CONSENT TO PARTICIPATE IN RESEARCH 
   
Participant’s Name: N/A 
 
Consent is hereby given to participate in this research project. All procedures and/or 
investigations to be followed and their purpose, including any experimental procedures, were 
explained to me. Information was given about all benefits, risks, inconveniences, or discomforts 
that might be expected. 
 
The opportunity to ask questions regarding the research and procedures was given. 
Participation in the project is completely voluntary, and participants may withdraw at any time 
without penalty, prejudice, or loss of benefits. All personal information is strictly confidential, 
and no names will be disclosed. Any new information that develops during the project will be 
provided if that information may affect the willingness to continue participation in the project. 
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Questions concerning the research, at any time during or after the project, should be directed to 
the Principal Investigator with the contact information provided above. This project and this 
consent form have been reviewed by the Institutional Review Board, which ensures that research 
projects involving human subjects follow federal regulations. Any questions or concerns about 
rights as a research participant should be directed to the Chair of the Institutional Review Board, 
The University of Southern Mississippi, 118 College Drive #5147, Hattiesburg, MS 39406-0001, 
(601) 266-5997. 
 
I consent to participate in this study, in doing so I am agreeing that:  
1. I am at least 18 years of age 
2. I am currently working full-time 
3. I identify my sexual orientation as heterosexual 
4. I am married 
5. I am being asked to complete a set of questionnaires, which will take no more than 
30 minutes and for which I will receive $.25-.50  
6. All information I provide will be used for research purposes and will be kept 
confidential 
 
 
I understand that my participation in this research is voluntary. If I decide to 
participate in the study, I may withdraw my consent and stop participating at any time 
without penalty or loss of benefits to which I am otherwise entitled. 
 
I have read and understand the above information. I consent to participate in this 
study by clicking on the box below.  
 
      _______ I agree to the terms 
 
 
____________________________    ____________________________ 
                 
 Research Participant                                                  Person Explaining the Study 
 
____________________________    ____________________________ 
 
         Date            Date 
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1 The number in parentheses will be used to code data. 
APPENDIX C 
SURVEY 
Demographic Questionnaire 
Please provide the following demographic information. 
 
MTurk ID:_______________________ 
 
State you live in: _____________________________ 
 
Age, in years: ________  
 
Date of Birth:  ____________________________ 
 
Sex: 
__ Male (0) 
__ Female (1) 
 
Sexual orientation: 
__ Heterosexual (1) 
__ Homosexual (2) 
__ Bisexual (3) 
__ Transgender (4) 
__ Other (5) 
 
Race/Ethnicity: 
__ Alaskan Native (1) 
__ American Indian (2) 
__ Asian American (3) 
__ Black or African American (4) 
__ Hispanic/Latino (5) 
__ White or Caucasian (6) 
__ Native Hawaiian (7) 
__ Pacific Islander (8) 
__ Multicultural (9) 
 
Gender: 
__ Man (1) 
__ Woman (2) 
__ Transgender (3) 
 
Relationship Status: 
__ Single/Never Married 
__ In a committed relationship 
__ In a committed relationship AND living together    
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1 The number in parentheses will be used to code data. 
__ Engaged 
__ Married 
__ Divorced/Separated  
__ Widowed 
 
If applicable, how long have you been in your current 
relationship?___________________ 
 
Do you have children? 
__ Yes (1) 
__ No, but I plan on having children in the future (2) 
__ No, and I do not plan on having children in the future (3) 
 
 
If you do have children, how many?  ___________ 
What are your child(ren)’s ages (list)? ____________________________ 
 
How many adults live in your home? __________ 
How many children under the age of 18 live in your home? _______ 
How many adult children (over the age of 18) live in your home? _________ 
 
Your current employment status: 
__ Employed 
__ 0-10 hours a week 
__ 10-20 hours a week 
__ 20-30 hours a week 
__ 30-40 hours a week 
__ 40+ hours a week 
__ Not employed, but actively searching for a job 
__ Not employed and not actively searching  
__ Homemaker 
 
Are you considered: 
__ Full-time employee 
__ Part-time employee 
 
Your spouse’s employment status: 
__ Employed 
__ 0-10 hours a week 
__ 10-20 hours a week 
__ 20-30 hours a week 
__ 30-40 hours a week 
__ 40+ hours a week 
__ Not employed, but actively searching for a job 
__ Not employed and not actively searching for a job 
__ Homemaker 
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1 The number in parentheses will be used to code data. 
 
Is your spouse considered: 
__ Full-time employee 
__ Part-time employee 
 
How long have you been at your current job? 
 years _____________,  months___________ 
 
What is your career field? 
__ Agriculture, food, and natural resources (1) 
__ Architecture and construction (2) 
__ Arts, audio/video technology, and communications (5) 
__ Business, management, and administration (4) 
__ Education and training (6) 
__ Finance (7)  
__ Government and public administration (8) 
__ Health science (9) 
__ Hospitality and tourism (10) 
__ Human services (11) 
__ Information technology (12) 
__ Law, public safety, correction, and security (13) 
__ Manufacturing (14) 
__ Marketing, sales, and service (15)  
__ Science, technology, engineering, and mathematics (16) 
__ Transportation, distribution, and logistics (17) 
__ Other ____________ (18) 
 
Current Occupational Title (e.g., nurse, high school teacher, cashier, accountant, 
therapist, scientist, construction worker, etc.):       
    
 
Do you consider your job your career (meaning you plan to work in this type of 
occupation for a number of years)?                                                 
 
Please indicate the highest degree you have earned. 
__ Some high school (1) 
__ High school diploma/GED (2) 
__ Some college (3)  
__ Technical/vocational certificate (4) 
__ Associates degree (5) 
__ Bachelors degree (6) 
__ Masters degree (7) 
__ Doctoral degree (8) 
__ Other ________________ (9) 
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1 The number in parentheses will be used to code data. 
If applicable, what is your spouse’s current occupational title: (e.g., nurse, high school 
teacher, cashier, accountant, therapist, scientist, construction worker, etc.):   
        
 
 
If applicable, please indicate the highest degree your partner has earned. 
__ Some high school (1) 
__ High school diploma/GED (2) 
__ Some college (3)  
__ Technical/vocational certificate (4) 
__ Associates degree (5) 
__ Bachelors degree (6) 
__ Masters degree (7) 
__ Doctoral degree (8) 
__ Other ________________ (9) 
  
Please estimate your family’s annual income.   
__ $0-$20,000 (1) 
__ $21,000-$40,000 (2)  
__ $41,000-$60,000 (3) 
__ $61,000-$80,000 (4)   
__ $81,000-$100,000 (5)    
__  $101,000+ (5) 
81 
 
 
 
Work-Family Conflict and Family-Work Conflict Scale 
Directions: Below are statements in which you may agree or disagree with. Please use the 
1-5 rating scale to rate whether you agree or disagree by selecting the appropriate number 
for each item. 
1= Strongly Disagree 
2= Disagree 
3= Neither disagree or agree 
4= Agree 
5= Strongly Agree 
 
______ The demands of my family or spouse/partner interfere with work-related 
activities 
______ I have to put off doing things at work because of demands on my time at home 
______ Things I want to do at work don’t get done because of the demands of my family 
or spouse/partner 
______ My home life interferes with my responsibilities at work such as getting to work 
on time, accomplishing daily tasks, and working overtime 
______ Family-related strain interferes with my ability to perform job-related duties 
______ The demands of my work interfere with my home and family life. 
______ The amount of time my job takes up makes it difficult to fulfill family 
responsibilities. 
______ Things I want to do at home do not get done because of the demands my job puts 
on me. 
______ My job produces strain that makes it difficult to fulfill family duties. 
______ Due to work-related duties, I have to make changes to my plans for family 
activities. 
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Overall Job Satisfaction (OJS) 
Directions: Below are statements in which you may agree or disagree with. Please use the 
1-7 rating scale to answer the following statements: 
1= Strongly Disagree 
2= Disagree 
3= Slightly Disagree 
4= Neither Agree nor Disagree 
5= Slightly Agree 
6= Agree 
7= Strongly Agree 
 
_____ All in all, I am satisfied with my job.  
______ In general, I don’t like my job. (reverse-coded) 
______ In general, I like working here. 
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Overall Family Satisfaction (OFS) 
Directions: Below are statements in which you may agree or disagree with. Please use the 
1-7 rating scale to answer the following statements: 
1= Strongly Disagree 
2= Disagree 
3= Slightly Disagree 
4= Neither Agree nor Disagree 
5= Slightly Agree 
6= Agree 
7= Strongly Agree 
 
______ All in all, I am satisfied with my family.  
______ In general, I don’t like my family.(reverse-coded) 
______ In general, I like living with my family. 
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The Satisfaction with Life Scale (SWLS) 
Directions: Below are statements in which you may agree or disagree with. Please use the 
1-7 rating scale to answer the following statements: 
1= Strongly Disagree 
2= Disagree 
3= Slightly Disagree 
4= Neither Agree nor Disagree 
5= Slightly Agree 
6= Agree 
7= Strongly Agree 
 
______ In most ways life is close to my ideal 
______ The conditions of my life are excellent 
______ I am satisfied with life 
______ So far I have gotten the important things I want in life 
______ If I could live my life over, I would change almost nothing 
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Traditional-Egalitarian Sex Roles scale (TESR) 
Directions: Below are statements in which you may agree or disagree with. Please use the 
1-5 rating scale to rate whether you agree or disagree by selecting the appropriate number 
for each item. 
1= Strongly Disagree 
2= Disagree 
3= Neither disagree or agree 
4= Agree 
5= Strongly Agree 
 
_____ It is just as important to educate daughters as it is to educate sons 
_____ Women should be more concerned with clothing and appearance than men 
_____ Women should have as much sexual freedom as men 
_____ The man should be more responsible for the economic support of the family than 
the woman 
_____ The belief that women cannot make as good supervisors or executives as men is a 
myth 
_____ The word "obey" should be removed from wedding vows 
_____ Ultimately a woman should submit to her husband's decision 
_____ Some equality in marriage is good, but by and large the husband ought to have the 
main say-so in family matters 
_____ Having a job is just as important for a wife as it is for her husband 
_____ In groups that have both male and female members, it is more appropriate that 
leadership positions be held by males 
_____ I would not allow my son to play with dolls 
_____ Having a challenging job or career is as important as being a wife and mother 
_____ Men make better leaders 
_____ Almost any woman is better off in her home than in a job or profession 
_____ A woman's place is in the home 
_____ The role of teaching in the elementary schools belongs to women 
_____ The changing of diapers is the responsibility of both parents 
_____ Men who cry have weak character 
_____ A man who has chosen to stay at home and be a house-husband is not less 
masculine 
_____ As head of the household, the father should have the final authority over the 
children 
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